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The current study applies the premises of the Upper Echelons theory to the 
strategic decision of International Market Selection (IMS). As Hambrick and Mason 
(1984) proposed, the organizational outcomes are a reflection of a company’s Top 
Management Team values and cognitive base, which can be directly or indirectly 
observed through specific TMT characteristics. By studying the group composition as a 
whole, it is possible to correlate those traits to diverse strategic outcomes, such as 
internationalization processes of firms. This study’s aim is to correlate TMT 
characteristics with a preference for the IMS method chosen, in the Portuguese context. 
IMS methods were separated into four logic categories significantly different in 
purpose, context and information complexity: Systematic, non-systematic and relational 
methods were devised as suggested by Andersen and Buvik (2002) and mimetic or 
herding effects (Haunschild and Miner 1997).  
Contrary to most Upper Echelons approaches, this research studied the effect of 
both demographic and psychographic characteristics and added a novel dimension with 
the moderating effect of the CEO, due to its impact in group dynamics and TMT intra 
power level discrepancies. Also, the TMT’s behavioral integration, or how they act as a 
team, was tested for mediation effect in the model and TMT heterogeneity degree and 
size were tested as moderators. Further variables where added to address the main 
criticisms and limitations of Upper Echelons theory presented by previous researches. 
Relation between variables was hypothesized, modeled and tested employing statistical 
analytical methodology, through structural equations modeling. Variable measurements 
were obtained through the use of questionnaires administered to Portuguese exporting 
companies’ CEOs. 
Findings suggest TMT composition influences the IMS decision and certain CEO 
personality traits and network degree of internationalization seem to affect that 
relationship, proving this element’s prominent role in the team. Behavior Integration is 
also influenced by TMT composition and can be a powerful mediator in the IMS choice 
dependent on certain contexts such as team size and heterogeneity degrees. 
 
Keywords: Upper Echelons, Top Management Team, International Market 
Selection, TMT Heterogeneity, Behavioral Integration, TMT Intra Power 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis iv 
 
Resumo 
O presente estudo aplica os pressupostos da Upper Echelons à decisão estratégica 
de Seleção de Mercado Internacional (IMS). Tal como Hambrick e Mason (1984) 
propuseram, os resultados organizacionais são reflexo dos valores e base cognitiva da 
equipa de gestão (TMT), que podem ser direta ou indiretamente, observados através de 
características específicas da TMT. Ao estudar a composição do grupo, é possível 
relacionar essas características com diversos resultados estratégicos, tais como o 
processo de internacionalização das empresas. O objetivo deste estudo é correlacionar 
características da TMT com uma preferência para o método IMS escolhido, no contexto 
Português. Os métodos IMS foram divididos em quatro categorias lógicas 
significativamente diferentes em propósito, contexto e complexidade informacional: 
métodos sistemáticos, não sistemáticos e relacionais e efeitos miméticos. 
Contrariamente à maioria dos estudos sobre Upper Echelons, esta pesquisa 
estudou tanto o efeito das características demográficas como psicográficas e acrescentou 
uma nova dimensão com o efeito moderador do CEO, devido ao seu impacto na 
dinâmica de grupo e discrepâncias de poder intra-grupo. Além disso, a integração 
comportamental da TMT, ou como eles agem como equipe, foi testado como mediador 
na relação TMT/IMS assim como foram testados o grau de heterogeneidade e tamanho 
da TMT para efeitos moderadores. Outras variáveis foram adicionadas para lidar com as 
principais críticas e limitações da Upper Echelons evidenciados em pesquisas 
anteriores. A relação entre variáveis foi teorizada e testada com recurso a metodologia 
analítica estatística, por meio de um modelo de equações estruturais. As variáveis do 
modelo foram medidas através da utilização de questionário dirigido aos CEOs das 
empresas exportadoras portuguesas. 
Os resultados sugerem que a composição da TMT influencia a decisão IMS e 
certos traços de personalidade CEO assim como o grau de internacionalização da sua 
rede de contactos parece afetar essa relação, provando papel proeminente deste 
elemento na equipe. A integração comportamental também é influenciada pela 
composição da TMT e pode ser um mediador poderoso dependente de certos contextos, 
tais como tamanho da equipe e graus de heterogeneidade. 
Palavras-chave: Upper Echelons, Equipa de Gestão, Seleção de Mercado 
Internacional, Heterogeneidade, Integração Comportamental, Poder intra-grupo 
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Over the years organizational studies had a tendency to materialize organizations in 
an attempt to explain their behavior. Even strategic decisions and processes were 
analyzed based exclusively on techno-economic factors or flows of information, both 
completely detached from the people involved in those procedures (Hambrick and 
Mason 1984). The ground breaking model suggested by Hambrick and Mason (1984) 
marked an inflection point in organizational behavior thinking, by stating that in fact 
people do matter, most specifically the people at the top of the organization with the 
power to make strategic decisions. Since that first acknowledgment in the Upper 
Echelons theory (Hambrick and Mason 1984), the dominant coalition’s influence in 
firm strategic outcomes and performance has acquired a prominent role in the academic 
management research stream (Carpenter, Geletkanycz et al. 2004; Finkelstein, 
Hambrick et al. 2009). 
Upper Echelons theory indicates that organizations parallel the profile of the 
dominant individuals who partake in the decision making process within the 
organization. In other words, Hambrick and Mason (1984) argue organizational choices, 
for example product innovation, diversification and acquisition strategies as well as 
organizational performance are strongly influenced by the top executives’ personality 
and past experiences. “If we want to understand why organizations do the things they 
do, or why they perform the way they do, we need to understand the people at the top. 
Second, the characteristics of the entire top management team (TMT) will be far more 
predictive of organizational outcomes than will those of the individual top executive 
(CEO) alone.” (Hambrick 2005, p. 111). The suggestion that the study of a top 
management team rather than the CEO alone could add to the predictive power of the 
theory was also of central relevance to the model. Many studies have verified that 
organizational outcomes depend, at least partially, on TMT composition (e.g. Bantel 
and Jackson 1989; Carpenter and Fredrickson 2001) and processes (e.g. Bourgeois III 
and Eisenhardt 1988; Simons, Pelled et al. 1999). Despite that, the upper echelons 
perspective does not require an exclusive focus on top management teams, but attention 
to executive groups rather than individuals. That kind of approach often yields better 
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and more reliable explanations, as modern leadership of complex organizations is a 
shared activity, and the collective cognitions, capabilities, and interactions of the entire 
top management team enter into strategic behaviors (Hambrick 2007). 
The core assumptions which led to the development of the Upper Echelons’ theory 
original model were founded in two main interconnected premises: (1) executives act 
based on construed realities; this comes to be because companies deal with tremendous 
amounts of complexity which arise from progressively dynamic and competitive 
environments, and in turn that complexity is reflected onto the strategic decision making 
process of its top members. Thus, executives are faced with overwhelming 
environmental stimuli and ambiguity, and to deal with that complexity they make 
decisions based on personal interpretations of the strategic situation, assessing the 
problem through a simpler construed reality; (2) these construals are limited by bounded 
rationality and are a function of the executives’ personal experiences, values, 
personalities and other human factors, which top executives convey to process and filter 
all the information and stimuli presented in the strategic situation, according to their 
cognitive base (Hambrick 2005). Hence, the way managers perceive a given situation 
combined with their values and cognitive base will generate a strategic choice which 
will ultimately echo in the firm outcomes and performance. 
Measuring top teams’ personality traits and background history which accounts for 
those cognitive characteristics yields strong predictive results of an organization’s 
strategic outcomes, as Hambrick and Mason (1984) argued. Through almost thirty years 
of Upper Echelons research this link between top management teams and strategic 
outcomes has been thoroughly proven in several areas such as firm performance, firm 
innovation, competitive aggressiveness, strategic change and consistency, and to some 
minor degree in international diversification and global posture (for listings of some 
these studies refer to Carpenter, Geletkanycz et al. 2004; Finkelstein, Hambrick et al. 
2009). Not only group traits but also group dynamics seem to shape the strategic 
relationship, or in other words, how group members interact with each other and the 
synergies they are able to create. Group’s Behavioral integration for example has been 
suggested as a construct which grasps this concept. It concerns the top management 
teams’ internal dynamics evaluating how much they act as a team by measuring the 
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degree to which they engage in mutual and collective interaction, share information, 
resources and decisions (Hambrick 2007). Later studies by Peterson, Smith et al. (2003) 
also presented proof in suggesting leader personality significantly affected how senior 
management interacted through the group dynamic created in the TMT, and thus CEO 
characteristics should be averaged in with the rest of the TMT when evaluating the team 
through Upper Echelons perspective. 
Altogether, the Upper Echelons theory remains fruitful, providing reliable 
explanations between top team traits and firms’ strategic outcomes. Surprisingly so, 
given the dramatic increase in market globalization over the past couple of decades and 
the ensuing pressures on top management to internationalize their firms (Carpenter and 
Fredrickson 2001), initial Upper Echelons empirical studies were centered mostly in the 
domestic United States market (Finkelstein, Hambrick et al. 1996), with little exploring 
being made in relationships between executive experiences and strategic choices in the 
international arena as up to a decade ago, as Athanassiou and Nigh (2002) noticed. Most 
of the research concerning the theme was circumscribed predominantly to the 
relationships between the international experience of top managers and the degree of 
firm internationalization (Herrmann and Datta 2006). While degree of 
internationalization may offer explanation for one of the steps, the internationalization 
process as a whole is a more complex and multi-phased project, usually regarded as an 
important steppingstone strategic decision in any firm’s life cycle. Internationalization 
requires preparation and derives from a chain decision making process, in which all 
decisions involved, from the market search to mode of entry and strategy, have common 
characteristics, important to subsequent firm performance and international patterns 
(Johanson and Vahlne 1977). Foreign markets vary immensely from one to another and 
are cultural, country and even regional specific, which means doing business in each 
market may prove a singular problem on its own (Papadopoulos, Martín Martín et al. 
2011). Selecting the right markets to enter is a crucial process, with inherent high levels 
of risk and uncertainty involved, which makes for complex strategic assessment and 
requires processing of large amounts of information to take insightful decisions 
translating into a fitting scenario for strategic decisions such as described in Upper 
Echelons’ theory premises. Even more, internationalization usually demands 
considerable commitment of firm resources, so it is expectable that decisions are not 
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taken lightheartedly by the top managers (Johanson and Vahlne 1977). International 
market selection and entry modes are to some extent interconnected with each other, 
although their influence in one another is usually restrictive, as entry mode is used as 
criteria to screen out less attractive solutions from a preliminary array of international 
market options and arrive at optimal fittings (Koch 2001). In fact, Knight (2000) has 
argued that international market selection is one of the most preponderant factors for 
predicting international performance of small and medium sized firms. For that reason 
several scholars argue the importance of having top managers who know and 
understand the logic and dynamics of foreign markets, especially if they possess 
extensive experience from a particular country which can help them to better understand 
the local market and evaluate its fitting with the firm’s strategy (Zhao and Luo 2005). 
Regarding market selection specifically firms can follow an internationalization 
process in which they, strategically or opportunistically and proactively or reactively, 
select and enter foreign markets (Johanson and Vahlne 1977; Martín Martín and 
Papadopoulos 2005). Within many models found in international literature, the logical 
division depicted by Andersen and Buvik (2002) for international market selection 
separates between three different approaches employed by firms to select their markets: 
systematic, non-systematic and relational. Systematic approach is a deliberate strategy 
which comprises of normative and formal planning, in which decisions are made in full 
possession of all information available about the foreign markets (Papadopoulos and 
Denis 1988). Non-systematic encompasses a descriptive approach of how firms actually 
behave when selecting foreign markets. An example of this strategic method is the step 
process described in the Uppsala model, an evolutionary approach where firms 
gradually overcome psychic distance, entering new foreign markets as their knowledge 
about the target countries increases and uncertainty decreases. Additionally, firms 
following this approach also seem to gradually increase their resource commitment to 
the market as their knowledge and experience in that market grows (Johanson and 
Vahlne 1977). The relational approach marked a paradigm shift away from the two 
previous models and considered the active role of the foreign buyer in the market 
selection. Unlike the other approaches which considered economic and technical factors 
or firsthand experience in order to avoid uncertainty, the relational approach advocates 
firms navigate through their network of contacts in order to find feasible business 
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partners abroad, also in an uncertainty avoiding pattern, much like the one described in 
the Uppsala model (Andersen and Buvik 2002). It describes more of an emergent and 
casual approach to the market selection, as firms seek out international partners and take 
advantage of opportunities to select their markets, somewhat attributing less importance 
to the target country (Andersen and Buvik 2002). Nonetheless, not all firm approaches 
to international markets can be conveniently explained by any of the three models 
above, as they do not depend solely on firm’s resources, network or market research, 
and the approach to internationalization often does not derive from a strategic 
information based decision. Neo-institutional theorists describe a social phenomenon of 
mimicry between peer firms in which they imitate each other’s international moves 
based on rivalry or informational reasons (Lieberman and Asaba 2006). Firms fitting 
this approach often seek model firms in a quest for reference or legitimization and 
imitate their market decisions expecting to generate similar outcomes. This approach is 
also pursued for rivalry reasons, as firms strive to maintain competitive parity and 
dominance towards their closest competitors (Lieberman and Asaba 2006). 
Causal relation between top management team traits and international market 
selection remains yet to be explored. Scholars seem to have taken some interest in 
international performance and diversification, although little work can be found on the 
strategic decision steps which influence this outcome. The empirical support of a direct 
link between a variety of TMT characteristics and firm outcomes remains equivocal at 
best and recent literature concludes that it is impossible to assume a pure, simple 
relationship between TMT diversity and firm performance without considering a series 
of variables that affect this relationship (Joshi and Roh 2009). This work intends to shed 
some light onto one of the strategic decision processes which greatly influences 
internationalizations’ outcomes and cover a gap in current Upper Echelons literature, 
providing an answer to the question: do top executives’ characteristics influence the 
international market selection method? Even more, does a particular set of top 
management team characteristics leads to a persistent choice of the international market 
selection method?  
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The contribution to the international business and upper echelons literatures is two-
fold: First, by focusing on team and individuals rather than firm level knowledge and 
experiences, it emphasizes the role of top managers in shaping firm internationalization 
strategy and performance. Second, it proposes and tests the validity of a model which 
comprises both demographic and psychographic top management team traits, 
methodologically responding to calls for increasing construct validity in upper echelons 
research (Priem, Lyon et al. 1999). Furthermore it distinguishes the CEO through its 
personal characteristics as a central part in the top management team, accounting for 
possible TMT intra power discrepancies and this element’s impact in shaping group 
dynamics. More than just establishing causal relationships, this model also studies TMT 
group dynamics through Behavioral Integration, accounting for one of the mechanisms 
that is responsible for the strategic decision outcome.  
This study focuses only in internationalized companies present in the Portuguese 
domestic market, duly accounting for variables such as size, age and industry sector in 
the model.  In order to test the empirical relation between top management team and 
international market selection, the direct online survey method will be used, prompting 
the CEO directly to provide information for the parameters involved regarding the firm, 
the TMT or himself. Inquiry validity will be tested and results will be treated based on 
structural equations model.  
The structure of this work is comprised by a literature review of theoretical 
backgrounds of the Upper Echelons and International Market Selection theories which 
are at the core of the model. The following chapter will be dedicated to further 
explaining the model. Methodology will be explained by describing decisions taken 
during variables and survey construction. The results chapter shall assert construct and 
model validity as well as the main results for the study. Conclusions, limitations and 
future research directions shall be addressed in the final chapters of this work. 
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2. Literature Review 
 
This chapter explores previous academic work on both topics that support this study 
(Upper Echelons and International Market Selection), providing the theoretical basis to 
study the link between international strategic choices and top executives.  
As organizations evolve, so does the complexity of their internal and external 
environments, resulting in an increasingly intricate management scenario, demanding a 
greater level of detail and knowledge to successfully manage the organizations 
(Galbraith 1973). These demands can be met by branching firm management in 
specialized areas and sharing the responsibilities between a group of top executives, or 
the dominant coalition. Hardly the management process of any modern relevant sized 
organization can be optimally handled by a single person and therefore became a shared 
activity between its top team. Hambrick and Mason (1984), through their Upper 
Echelons theory, argued organizational choices are not the function of the 
organizational model or economic factors surrounding the firm but are rather strongly 
influenced by those top executives’ collective cognitions, capabilities, and interactions. 
This assumption was based in the premise that executives partake in strategic decisions 
recurring to simpler construed realities when faced with overwhelming stimuli and that 
these construals are limited by bounded rationality which derives from their personal 
past experiences, values, personalities and so on. This led to the conclusion that the way 
managers will generate a strategic choice is based on their cognitions, which will 
ultimately reflect in firm outcomes and performance. According to Upper Echelons, 
firm outcomes are not circumscribed to firm results. Rather, any strategic decision can 
be considered an outcome, such as the process of selecting an international market in 
the internationalization step. This study´s aim is to find a systematic link between the 
dominant coalition’s characteristics and the international market selection method of 
their respective firms. From the myriad of international selection models found in 
academic literature, this study adopted the logical division depicted by Andersen and 
Buvik (2002) which distinguishes between three main categories: systematic approach, 
non-systematic approach and relational approach. There are also other phenomena 
influencing market selection which do not fit in any of these groups specifically, but are 
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rather firm’s social mechanisms, such as mimetic or herding effects. Although these 
cannot be described as purely voluntary and are not the sole result of a firm’s inner 
processes and research, they ultimately conduct to international market venturing, and 
therefore can also be considered a selection process.     
This chapter explores the initial proposition and principals of Upper Echelons’ 
theoretical framework and model, summing the most important developments and 
discussion towards state of the art followed by a conceptual description of the 
international selection market methods, which are intended to categorize the different 
firm behaviors towards said process. Finally, a conclusion chapter will provide 
theoretical links between the personalized Upper Echelons model variables for this 
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2.1. Upper Echelons Theory 
 
Aiming to investigate correlation between top management team’s (TMT) 
characteristics and firm approach to international market selection (IMS), this study 
implicitly states that strategic decisions can be predicted to some extent through the 
organization’s management body characteristics, as suggested first by Hambrick and 
Mason (1984) Upper Echelons’ theory. The central premise of this theoretical 
framework “… is that executives' experiences, values, and personalities greatly 
influence their interpretations of the situations they face and, in turn, affect their 
choices” (Hambrick 2007, pg. 334). Since its genesis, this multidisciplinary 
organizational theory, which draws from various areas such as psychology, sociology, 
strategy and economics, has aroused great attention from scholars, providing for a solid 
foundation of numerous empirical studies linking top management team characteristics 
to firm strategic profiles and firm performance. Over the years, the amount of research 
on this topic strengthened the theory’s scope and general reach as studies ramified its 
application throughout the most diverse organizational and environmental contexts. 
(Carpenter, Geletkanycz et al. 2004).  
 
2.1.1. Theoretical Framework 
 
The main question motivating Hambrick and Mason’s (1984) original work was 
the same that fueled many of the macro-organizational theories prevalent at the time: 
why do organizations act as they do? Contrary to reigning theories at that time, which 
tended to materialize organizations completely detaching them from the people 
involved, stating they behaved exclusively according to strategic context or industry, 
Hambrick and Mason (1984) shed new light. By empirically linking organizational 
outcomes to reflections of the values and cognitive bases of the organization’s dominant 
coalition, or in particular its top managers, Hambrick and Mason (1984) argued that in 
fact managers play a pivotal role in shaping organizational outcomes. Therefore, the 
framework Hambrick and Mason (1984) proposed is a linear one: the situation is 
enacted by the Top Management Team, which leads to strategic choices and those 
choices affect firm performance. 
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This proposition draws from human behavioral theory, which states that complex 
decisions are largely the outcome of behavioral factors rather than a mechanical 
systematic quest for economic optimization. The underlying cognitive mechanism 
describes that informationally complex, uncertain decisions are not objectively 
cognizable, but rather interpretable (Cyert and March 1963, in Hambrick and Mason 
1984). Strategic choices dealing with high levels of uncertainty, such as judgment on 
complex techno-economic based decisions, can be limited by bounded rationality, 
multiple and conflicting goals, myriad options and varying aspiration levels (March and 
Simon 1958; Cyert and March 1963, in Hambrick and Mason 1984), since managers 
cannot possibly scan all aspects of the organization and its environment. Furthermore, 
as Pfeffer and Salancik (1978) have argued, the greater the degree of conflict between 
an organization and the actors in its external environment, the greater the uncertainty 
confronted by it.  
According to March and Simon (1958, in Hambrick and Mason 1984), decision 
makers bring their own set of ‘givens’ to administrative situations, which in turn reflect 
their cognitive base: knowledge or assumptions about future events, knowledge of 
alternatives and of consequences attached to those alternatives. These givens also reflect 
their values: the principles for ordering consequences or alternatives according to 
preference. These sets of givens dynamically filter and distort the decision maker’s 
perception of the environment and its consequent choice (Hambrick and Mason 1984). 
The underlying cognitive mechanism explaining said process starts at the strategic 
situation, consisting of far more phenomena than managers can possibly comprehend 
simultaneously. Faced with overwhelming information amounts, the executives recur to 
their cognitive base and values to assess the situation and build a construed reality 
through an information filtering process (Hambrick 2005). According to the perceptual 
step process, the managers’ area of attention is first limited by their field of vision, 
narrowing the eventual stimuli from the environment or the organization. The 
information perceived is further funneled as managers selectively apprehend only some 
of the phenomena in that field of vision. For example, the ones they are most familiar 
with. Finally, managers interpret or attach meaning to the restricted information selected 
earlier through their cognitive base and values, coming to an eventual perception of the 
situation which provides the basis for strategic choice (Hambrick and Snow 1977). 
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Thus, Upper Echelons can be described as ultimately, an information processing theory, 
offering a way to systematically explain how executives act under conditions of 
bounded rationality. As the strategic decision process explained above is dependent on 
personal orientation and behaviors, two different persons will arrive at two different 
construals given a similar situation, thus indicating manager’s influence in firm 
outcomes (Hambrick 2005). 
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2.1.2. Top Management Team 
 
Defining the strategic direction of a firm, in modern day complex organizations, is 
usually a task performed in shared group activity, as the management usually functions 
as a decision-making group (Hambrick 2007). Disrupting from the prevailing panorama, 
Hambrick and Mason (1984) argued that it was of better interest to study management 
teams since this aligned well with Cyert and March (1963, in Hambrick and Mason 
1984) concept of dominant coalition. “At a more practical level, study of the entire team 
increases the potential strength of the theory to predict, because the chief executive 
shares tasks and, to some extent, power with other team members” (Hambrick and 
Mason 1984, pg.196). 
Hambrick and Mason (1984) emphasized primarily on observable top 
management team characteristics for their model, mainly demographic, which could 
serve as proxies or good indicators for the underlying individual or group cognitions 
and behaviors. This allows to bypass complex psychological issues inherent to the 
Upper Echelons hypothesis, since psychological traits such as those cognitive bases, 
values and perceptions of upper level managers are not convenient to measure or even 
amenable to direct measurement. Although Hambrick and Mason (1984) were aware 
that those observable demographic measures could contain more noise than their 
psychographic counterpart, they argued that if they yielded significant correlation to the 
organizations’ outcomes, they would suffice in proving Upper Echelons’ applicability in 
the field of strategy and management (Hambrick and Mason 1984). Critics later pointed 
demographic backgrounds establish a link to organizational outcomes but can be 
ambiguous for explaining the underlying mechanisms and processes through which 
TMTs influences firm outcome (Priem, Lyon et al. 1999). In other words, the 
demographic approach has been quite successful at describing the relationships between 
top management team characteristics and firm performance and to some extent predict, 
but unsuccessful at explaining and controlling. Which is the same as to say 
demographic variables are generating causal descriptions rather than causal 
explanations of the mechanisms through which demography affects organizational 
outcomes. Demographic observable top management team’s characteristics include age, 
functional track, career experiences, formal education, socio-economical background, 
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financial position and group heterogeneity, amongst others. As demographic variables 
are potentially ambiguous towards explaining the underlying phenomena in Upper 
Echelons theory, scholars urged the need to inquiry into the intervening processes 
through which Top Management Teams influence firm outcomes, or the so called 
“black box” (Lawrence 1997). Scholars suggested demographic variables should be 
abandoned or complemented with richer variables which could account for particular 
cognitions, socio-cognitions and behaviors (Carpenter, Geletkanycz et al. 2004). Some 
notable works were developed into this in-depth dimension
1
 but perhaps the most 
valuable study came from outside the management area by Peterson, Smith et al. (2003) 
where the authors demonstrated how a CEO’s personality can impact the dynamics of 
the top management team, which in turn reflects in performance differences among 
firms. Their basic theory stated that individual CEO personality differences such as 
conscientiousness, emotional instability, agreeableness, extraversion and openness, 
impart a distinct effect on TMT group processes.  
2.1.2.1. Demographic Variables 
 
Demography theory, since first applied to general populations, has generated 
considerable interest because of its theoretical importance in the study of organizations 
as demography measures a causal variable that affects a number of intervening 
processes and, through them, organizational outcomes (Pfeffer 1985). Demography 
might explain more variance in the dependent variable than would the presumed 
underlying constructs. This superiority might be due in part to the fact that some 
characteristics of interest do not have analogous psychological measures (Hambrick and 
Mason 1984). For example, a manager's team tenure suggests interaction patterns with 
its pears that might be difficult to translate into a fitting, well defined, psychological 
measure. Further advantages of demography are objectivity, parsimony, 
comprehensibility, logical coherence, predictive power, and testability (Hambrick and 
Mason 1984). Even authors such as Lawrence (1997), who has criticized the 
                                                          
1
  Consult Carpenter, M. A., et al. (2004). "Upper echelons research revisited: Antecedents, elements, and 
consequences of top management team composition." Journal of management 30(6): 749-778. 
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demographic approach, noted demographic variables have desirable properties, 
providing high content validity and replicability. 
According to the Hambrick and Mason (1984) model, a study of the cognitive 
bases of team members will suggest the nature of a team's information gathering and 
processing and the number and variety of solutions generated. Because an individual's 
cognitive base evolves from experiences, including training and background, 
demographic variables are thus good indicators of their beliefs, values, viewpoints and 
abilities. Following this methodology, several studies in the past have pointed strong 
correlations between demographic traits and their psychographic counterparts 
(Hambrick and Mason 1984). 
For example, age was correlated with a conservative stance from older 
executives, as flexibility decreases and rigidity and resistance to change increase as 
people age (Hitt and Tyler 1991). Older executives have also been associated with a 
diminished ability to integrate new information and unwillingness to make risky 
decisions. That could occur as older executives have diminished physical and mental 
stamina (Child 1974), are less capable of grasping new ideas and behaviors (Chown 
1960), possess greater psychological commitment to the organizational status quo 
(Alutto and Hrebiniak 1975; Stevens, Beyer et al. 1978) or simply are at a point of their 
lives at which career and financial security are important (Carlsson and Karlsson 1970). 
Top Management Teams’ functional track was conceived to take in consideration 
that the firm’s dominant coalition performs its role influenced by its experiences in 
some primary functional area. The functional area in which a member of the TMT has 
the most experience has consistently been proposed as a major influence on the strategic 
choices the executive makes (Finkelstein 1992). When presented with the same 
decision-making situation, executive tended to define issues, goals and actions in terms 
of their own functional track. In order to obtain a manageable set of propositions 
Hambrick and Mason (1984) narrowed the field into two big groups: Output and 
throughput functions. Output functions are areas that emphasized on growth and new 
domain opportunities, such as marketing, sales or product R&D. On the other hand, 
throughput functions are more related to production, process engineering and 
accounting where the focus lies in improving the efficiency of the transformation 
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process. Teams spawning from these different macro areas were likely to develop 
different approaches to the firm and its environment providing for different outcomes 
(Miles, Snow et al. 1978). 
Hambrick and Mason (1984) also expected career experiences to have significant 
effect on the actions of a given manager. This originated from studies reporting CEOs 
brought from outside the firm had a tendency to make more changes in structure, 
procedures and people, than CEOs promoted from within (Helmich and Brown 1972). 
Framework explaining said behavior theorized less commitment to the status quo by 
outsiders, desire to weaken opposition or a desire to create new, loyal lieutenants 
(Carlson 1972). Not only previous career track, but also previous TMT’s international 
experiences were linked to firm’s international involvement. Several studies found 
support that international experiences and exposures of TMT would be associated with 
the subsequent internationalization of their firms’ as well as performance from those 
international activities (Sambharya 1996). This is explained by the impact in a 
manager’s cognitive capabilities that experience of working or living in a different 
country, with different customs and habits can have. These experiences may assist the 
manager in integrating culture and in dealing with the uncertainties associated with 
international operations (Sambharya 1996). In fact, firm’s global posture and 
international strategy were in some aspect linked with most TMT demographic 
variables studied in Upper Echelons’ theory.2  
Another important variable in current demographic approach is tenure. Tenure 
stands for the span of time managers have spent within an organization, a group or a 
function. Cyert and March (1963, in Hambrick and Mason 1984) stated executives with 
longer tenures are more likely to possess restricted perspectives and knowledge bases 
from which to conduct a choice of alternatives, as they seem to exhibit a higher 
commitment to the status quo. Long tenures are also associated with group think and 
aversion to risk (Bantel and Jackson 1989). Not surprisingly, Miller (1991) found that 
firms with long tenured CEO’s were less likely to develop appropriate strategies that 
matched their environmental contingencies. The underlying explanation for this effect 
                                                          
2
  Further extensive listing of works supporting these correlations can be found in Carpenter, M. A., et al. 
(2004). "Upper echelons research revisited: Antecedents, elements, and consequences of top management 
team composition." Journal of management 30(6): 749-778. 
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was studied by Finkelstein, Hambrick et al. (1996) which observed managers, over 
time, develop set habits, establish routine information sources and rely more on past 
experience, developing a narrower frame of reference in alternative generation and 
evaluation. Also they seem to develop a reluctance to change in structures such as 
organizational policies and procedures they feel comfortable with. Top management 
team’s tenure has been tied to firm performance, notably after acquisition or merger 
processes, as the retention of more tenured executives on both ends seems to be 
connected to improved firm performance (Bergh 2001). 
Formal education is another demographic variable which was introduced based 
on the assumption that to some degree it could indicate a person’s knowledge and skill 
base or cognitive preference (Hambrick and Mason 1984). At the time, Hambrick and 
Mason (1984) were hinting at the fact that the level of education (CEO’s or 
management team’s) was positively related to receptivity to innovation, tolerance for 
ambiguity and boundary spanning as supported by different studies then (Becker 1970; 
Rogers and Shoemaker 1971; Kimberly and Evanisko 1981). High levels of education 
were also associated with higher capacity for information processing and ability to 




In understanding the influence of team demography on strategic decision 
outcomes, it is important to differentiate between trait and diversity effects as research 
on group problem solving has suggested that both the characteristics, or traits, and the 
diversity of cognitive resources are central to understanding group performance 
(Hoffman and Maier (1961), in Wiersema and Bantel (1992)). 
Demographic diversity or heterogeneity of a team’s characteristics suggests the 
breadth of perspectives available in a decision-making process. On the other hand, 
research has suggested that a team's demographic homogeneity will be linked to its 
propensity to maintain the strategic status quo. Homogeneity on demographic traits 
leads to perceptions of similarity with and attraction to others (Pfeffer 1985). In groups, 
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a shared language develops amongst such individuals with similar experiences, 
backgrounds, beliefs, and values, enhancing communication frequency and integration. 
Solidarity, sponsorship, and mutual choice are likely to occur among similar individuals 
(Pfeffer 1985), leading to congruence in beliefs and perceptions of a firm and how it 
operates. It also leads to high consensus and continuity in decision making (Zenger and 
Lawrence 1989). In homogeneous groups, this translates into conformity and lack of 
openness to information. In contrast, demographic heterogeneity represents diversity of 
a team's cognitive bases. According to Hambrick and Mason (1984) model, a 
heterogeneous team will gather information from a variety of sources and have diverse 
interpretations and perspectives. Dutton and Duncan (1987) posited that differentiation 
in an organization's belief structure, defined as high complexity with low consensus, 
enhances the search for information, the perception that change is feasible, and the 
momentum for change. Group heterogeneity has also been shown to be associated with 
high levels of creativity and innovation (Bantel and Jackson 1989) and greater 
information use. The presumed benefit of a diverse group is that its members' different 
points of view lead to diversity and comprehensiveness in the decision-making process 
and idea debate. TMTs face complex, turbulent scenarios, and the members of a diverse 
team will be able and willing to challenge each other’s viewpoints and through the 
process of reconciling several different solutions, stimulate effective group discussion 
by proposing multiple perspectives and, in turn, high quality solutions, which can’t be 
reached by group thinking homogenous groups (Hoffman and Maier 1961). As top 
managers get confronted by arguments from members with different backgrounds, they 
are forced to critically discuss alternatives, rethink their points of view and consider 
factors not previously considered. Also, conflicts among team members may also avoid 
complacency and mistakes that might drain resources. Nonetheless, empirical evidence 
indicates that different aspects of diversity may provoke different performance 
outcomes (Simons, Pelled et al. 1999). In many contexts, the performance effects of 
relations-oriented aspects of diversity (such as age, gender, and ethnicity) and task-
oriented aspects of diversity (e.g., tenure, function, and education) work in opposite 
directions. While relations-oriented diversity tends to negatively affect performance due 
to stereotypic perceptions of dissimilar others, subgroup formation and inter-group bias, 
the task-oriented diversity rather seems to drive performance, due to differences in 
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information, knowledge, and perspectives (Simons, Pelled et al. 1999). Diversity in 
teams also goes along with diversity in social relationships, i.e. differences in social 
networks and exchange partners (Adler and Kwon 2002). Contacts with diverse 
exchange partners are likely to improve a TMT’s choice base for selecting adequate 
firm-internal and external resources for the projects assigned to each field, such as 
internationalization. For example, evidence suggests that a more diverse TMT has a 
greater capability to go international, resulting in a higher degree of firm 
internationalization (Carpenter and Fredrickson 2001). Sambharya (1996) examined the 
influence of executives’ international experience on international involvement in large 
multinational corporations and found that top management teams with a higher mean 
foreign experience and greater heterogeneity of foreign experience were associated with 
the firm’s international involvement. Age is demographic variable that helps to predict 
an individual's non-work related experiences; people of a similar age have such 
experiences in common, which leads to shared attitudes and beliefs (Pfeffer 1985). 
Diversity of age is expected to increase the variety of perspectives on strategic issues 
facing a firm, thus stimulating the consideration of different solutions and willingness to 
take risks (Richard and Shelor 2002). Functional background, educational background, 
and tenure of executives are highly job-related attributes, whereas age and gender are 
low in job-relatedness (Pelled, Eisenhardt et al. 1999). If the heterogeneity is high with 
respect to highly job-related attributes, then these attributes are apt to have a stronger 
relationship with strategic choices. For example, Ancona and Caldwell (1992) 
demonstrated that product development teams use the members’ technical skills, 
information, expertise, and experience in the industry as well as in the organization to 
develop new products, and these attributes are directly related to members’ functional 
and educational backgrounds. The same correlation has been noted for strategic tasks 
(Pelled, Eisenhardt et al. 1999). Additionally, top executives with greater job-related 
diversity have more social capital, which increases their external network ties (Ancona 
and Caldwell 1992). In sharp contrast, age is low in job-relatedness. Regarding 
education, curriculum choices have been found to be associated with individual 
personalities, attitudes and cognitive styles (Wiersema and Bantel 1992). In considering 
a complex issue such as international diversification, a top management team with 
executives representing a broad and diverse educational base may be better equipped to 
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deal with the wide range of relevant issues that must be considered. In addition to 
educational background, work experience in functional areas has an important influence 
in shaping an executive’s cognitive base (Bantel and Jackson 1989). 
Organizational theorists have also pointed out, however, that diversity within a 
group on the demographic variables has a limited positive effect which varies with the 
degree of heterogeneity. Group members who are not in the same cohorts find it more 
difficult to communicate than  same cohort members, making conflict and power 
struggles are more likely (Pfeffer 1985). Thus, at high levels of diversity, 
communication will become increasingly strained and conflict laden and can render a 
group unable to make decisions or take action. These findings suggest that the benefits 
of group diversity in demographic characteristics taper off as heterogeneity increases. In 
fact, very high levels of heterogeneity may actually have negative organizational 
consequences (Pfeffer 1985). Heterogeneity is known to be positively associated with 
the size of the group being studied (Allison 1978). Thus to correctly evaluate 
heterogeneity effects on firm outcomes, authors argue TMT size must be controlled in 
the model to rule out its independent effects, such as implications in team conflict and 
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2.1.3. TMT Intra Power Levels and the C.E.O. 
 
Leadership is one of the most prolific and interdisciplinary research domains in 
the organizational sciences, although scholars have consistently questioned the 
fundamental importance of leadership for institutional performance (Salancik and 
Pfeffer 1980). Subsequent reviews, however, accounting for organizational size, 
suggested a much greater impact of leadership on organizational performance. In some 
cases explaining as much as 50% of performance variation (Thomas 1988). Thomas 
(1988) specifically argued that even where leadership does not account for a great deal 
of the variance between firms, leadership will likely account for much of the variance 
within firms. Additionally, Jackson (1992) also noted there was a tendency in TMT 
research to simply include the CEO as a member of the group, averaging in his or her 
characteristics, when establishing overall group characteristics. Yet, everyday 
observation and a wealth of related literature indicated that the top group leader had a 
disproportionate, sometimes nearly dominating influence on the group’s various 
characteristics and outputs. Later studies by Peterson, Smith et al. (2003) presented 
proof in suggesting leader personality significantly affected how senior management 
interacted through the group dynamic created in the TMT. This was supported in the 
Hambrick and Finkelstein (1987) study, which theorized CEOs have a great deal of 
discretion over issues like staffing their immediate team of direct reports and 
establishing how those people will interact with each other. Moreover, Hambrick and 
Finkelstein argued that CEO personality itself plays a major role in determining degree 
of managerial discretion. Managers with greater cognitive complexity and higher levels 
of aspiration, for example, have been hypothesized to have greater managerial 
discretion. Thus, CEO personality is expected to play a direct role in creating the group 
dynamics that TMTs encounter through both selection and training. De Vries (1984) 
also hypothesized a relationship between CEO personality and the functioning of the 
TMT, focused primarily on the effect of dysfunctional personality characteristics 
(neuroses) on organizational function. Finkelstein (1992) also proved that accountancy 
for different power levels between TMTs yielded stronger predictions of strategic 
behavior. His findings proved the greater the proportion of TMT members with finance 
backgrounds, the more acquisitions companies would make. But when weights were 
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added for how much power the finance-oriented executives had within their TMTs, the 
results became even stronger. The important relevant conclusion to the Upper Echelons’ 
theory extracted from this study is some executives have more power and influence than 
others, and their biases should be weighted when trying to predict TMT actions 
(Hambrick 2007). 
Since there exists enough evidence that CEO’s can impart a significant influence 
in group processes and decision within a TMT group, standing out from the team, it is 
of importance to study the respective personality traits which might be connected to the 
strategic decision of international market selection specifically, and in a broader 
approach, to group dynamics. CEO’s international experience, for instance, might be of 
great relevance to the model. Brewer (2007) pointed not only national averaged 
characteristics are important in measuring psychic distance, but in specific firm cases 
the particular characteristics of the managers and their familiarity towards the targeted 
countries bring a significant contribution in closing the psychic distance, because it is 
they who ultimately evaluate the perceived distance between the home and targeted 
countries. For instance, previous international experience from managers in those 
destination countries may imply greater ease and comfort in the sense making of the 
information acquired or a pre-existing valuable knowledge. CEO risk tolerance might 
also have an impact in affecting market selection. Risk-taking propensity of the 
individual founder is expected to be related to the risk-taking level of the 
entrepreneurial firm. The risk-taking propensity of the founders and owners will 
positively influence innovative attempts of the employees and as a result the 
organization may adopt an innovative orientation to face the competition (Lumpkin and 
Erdogan 1999). Also, CEO’s with low levels of tolerance for ambiguity tend to find 
unstructured and uncertain situations uncomfortable and want to avoid these situations. 
The ability to tolerate ambiguous situations may also be positively related to the risk-
taking style of the organization leading less tolerant CEO’s to select less risky 
alternatives (Lumpkin and Erdogan 1999). Proactiveness requires a desire to think about 
the future and take actions to answer future situations and threats. Proactive 
organizations usually look beyond conventional ways of operating and question the 
status quo (Lumpkin and Erdogan 1999). 
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Recently, psychologists have made considerable progress in identifying and 
validating a fundamental construct to describe how individuals broadly evaluate 
themselves and their relationship to their environment across situations, dubbed ‘core 
self-evaluation’ (Hiller and Hambrick 2005). A core self-evaluation (CSE) is a 
dispositional trait that defines how CEO’s evaluate themselves and their relationship 
with the environment (Judge, Bono et al. 2002) and is determined by a the juxtaposition 
of other deep level personality traits such as self-esteem, self-efficacy, locus of control 
or emotional stability (Hiller and Hambrick 2005). Judge and colleagues have found 
that CSE leads to more potent and parsimonious predictions of individual behaviors and 
outcomes than do the individual variables. For example, executives with high CSE 
evaluation believe they possess valuable personal insights or understanding of their 
strategic situations and available alternatives, such that they will not feel the need to 
exhaustively gather, analyze, and discuss data and are therefore not inclined toward 
decision comprehensiveness. Fredrickson and Mitchell (1984) established the construct 
of ‘comprehensiveness’ as a mean to study the merits of careful, systematic, ‘synoptic’ 
decision-making vs. best-guess, trial-and-error approaches. It is expected that high-CSE 
executives will form their strategic conclusions on the based on less information than 
will moderate-CSE executives. Following directly from their tendency toward non-
comprehensiveness, high-CSE executives will also engage in relatively fast decision-
making (Hiller and Hambrick 2005). 
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2.1.4. Role of Context 
 
Over the years Upper Echelons research confirmed there are contingencies which 
are capable of molding the relation between top management team and firm outcomes, 
thus introducing the role of context. Those studies effectively demonstrate that 
managerial effects, as the ones linked to demographic or psychographic variables, are 
dependent on contextual variables which can be grouped into three macro areas: 
environmental, organizational and leadership contingencies (Carpenter, Geletkanycz et 
al. 2004). 
From environmental circumstances, national culture is a very powerful context 
(Carpenter, Geletkanycz et al. 2004). Amongst the first to document this contingency 
was Geletkanycz (1997), who built on previous studies pointing tenure was a good 
predictor of a firm’s commitment to status quo strategies and accounted for managers’ 
cultural backgrounds. Once those were introduced as control variables the said relation 
no longer could be established as tenure dependent alone, proving national culture’s 
moderating effect on said outcome. Other studied environmental contingencies include 
industry change rate and stability. Firms in different industries face unique external 
environmental conditions as well as internal (e.g., technological) contingencies. 
Because of this, different functions must be emphasized to achieve organizational 
success. Lawrence, Lorsch et al. (1967) discovered that marketing had more influence 
than production in both food processing firms and container manufacturing firms. 
However, these relationships were not found to exist for firms in the plastics industry. 
These researchers therefore concluded that the relative importance of functional areas 
varies by industry type. Porter (1980) notes that an industry's structure strongly 
influences the kinds of strategies available to the firm and additionally that, since 
external forces affect all firms within a particular industry, organizational effectiveness 
may be a product of the firm's ability to cope with these pervasive forces, proving 
industry types are not homogeneous. Tied to industry type discretion (regulation level, 
growth rate, etc.), there appears to be general consensus that environmental 
characteristics, particularly those that represent uncertainty for the firm and its 
managers, will have implications for the Upper Echelons model (Carpenter, 
Geletkanycz et al. 2004). Research also suggests that the internal organizational context 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 24 
 
also creates a host of relevant contingencies, thus it should be accounted in the model as 
well. For instance, a firm’s level of internationalization or governance arrangement is 
capable of affecting demographic effects on firm outcome.
3
 An organization's financial 
resources and its work force are conceptually distinct aspects of size. For example, large 
organizations have more complex and diverse facilities, namely financial slack which 
allows room for failure or time consuming methods, improved research capabilities, 
product development experience, broader marketing skills, etc. that aid the adoption of a 
large number of innovations (Damanpour 1992). Into the international selection method 
this could translate in larger firms being able to apply more onerous and time-resource 
consuming processes. Also the effectiveness of leadership has long been argued to be 
dependent on organizational size (Hambrick and Mason 1984). Nahavandi and 
Malekzadeh (1993) propose that leaders’ impact decreases in larger organizations, and 
inversely, that in smaller organizations, leadership has a stronger impact than in larger 
ones. The complexity of communication increases in larger organizations and the 
difficulty of members’ ability to express their opinions may diminish the effect of the 
leader’s impact (Bantel and Jackson 1989). Regarding TMT group size, it is likely to 
influence measures of demographic heterogeneity, since large groups have more 
potential for dissimilarity. In a small group, the addition of one person can increase 
team heterogeneity substantially (Bantel & Jackson, 1989). Regarding organizational 
age, older organizations tend to exhibit higher mean performance, greater reliability in 
their performance and higher levels of inertia in their behaviors (Levinthal 1991). Levitt 
and March (1988) noted that as an organization gains experience and proficiency in 
current activities, procedures or technologies, it becomes less likely to experiment with 
alternatives. So, there is a greater learning inertia which increases with organizational 
age. Both firm size and age are correlated to the adoption of planned versus emergent 
strategy deployment. As Slevin and Covin (1997) noted, there is a significant 
correlation between the emergent-to-planned strategy scale and firm age, implying that 
larger and older firms are more likely than smaller and younger firms to have planned 
strategies. Also Van Hoorn (1979) found that small and medium enterprises, when 
compared with multinational enterprises, typically have poorly developed 
                                                          
3
 Reference to works studying the said topic can be found in Carpenter, M. A., et al. (2004). "Upper 
echelons research revisited: Antecedents, elements, and consequences of top management team 
composition." Journal of management 30(6): 749-778.  
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administrative policies and procedures, and a tendency towards making opportunistic 
rather than systematic strategic decisions. Thus, when evaluating for consistency in 
international market selection these variables may also influence the manager’s decision 
process and must be accounted for. 
Due to these contextual variables, Hambrick and Finkelstein (1987) proposed 
refinements to Upper Echelons’ initial model by introducing the moderator variable of 
managerial discretion. Managerial discretion was suggested somewhat as a common 
denominator consequence of most of the contextual moderating factors suggested above 
which indicates to which degree managers are capable of influencing firm outcomes. 
Discretion, in this research context, exists when there are low boundaries to managerial 
action and when means-ends ambiguity is high, allowing for multiple alternatives. By 
definition, discretion can emanate from conditions in the environment, the organization 
or the executives themselves, which can or not restrain the managers’ latitude of 
actions. For instance, industry deregulation, firm diversification, small firms with high 
concentration of power around the CEO or the executive’s tolerance for ambiguity, are 
all associated with highly discretionary managerial contexts (Hambrick and Finkelstein 
1987). Hambrick and Finkelstein (1987) claimed that Upper Echelons theory offers 
good predictions of organizational outcomes in direct proportion on how much 
managerial discretion exists. That is, if we are in presence of a high discretion scenario, 
organizational outcomes are very likely to represent executive orientations. On the other 
hand, when managerial discretion is low, executive characteristics do not show vividly 
in their choices, namely because there are few or no genuine choices to be made 
(Finkelstein and Hambrick 1990). 
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2.1.5. Behavioral Integration 
 
A set of contextual variables was accounted in multiple studies, also internal to 
the firm in similarity of organizational contingencies, but distinguishable from these by 
concentrating on the dominant coalition’s internal dynamics. This category of 
contextual variables was dubbed leadership contingencies. Studies towards this set of 
circumstances usually point relationship dynamics, structure and interactions within the 
top management teams as factors capable of moderating firm outcomes (Carpenter, 
Geletkanycz et al. 2004). As Carpenter (2002) noted, top management teams should not 
be decontextualized. That is, the idiosyncratic nature of each firm's strategy and the 
social structure of the TMT should be accounted for when establishing relations 
between the TMT and firm outcomes. He invoked one of the hallmarks of strategy 
research is that relationships are typically contingent, and there is ample behavioral and 
social psychological research to suggest that any link between TMT demographic 
characteristics and substantive outcomes will likely be affected by a top team's situation. 
Behavioral integration concerns the top management teams’ internal dynamics, 
grasping on how much they act as a team. The concept can be defined as the degree to 
which a TMT engages in mutual and collective interaction, sharing information, 
resources and decisions (Hambrick 2007). Hambrick (2007) reasoned that TMT 
processes are distinct from group processes at other levels in the organization, in part 
because TMT members face higher levels of firm-related task responsibilities, 
individually, as senior executives, and interdependently, as members of a firm’s top 
decision-making team. Therefore, the degree of a team’s behavioral integration is not an 
easy concept to measure, although some factors can be good indicators on how the TMT 
act as a unit. The collective interaction between group members can be decomposed 
into three distinct elements: a) information exchange or the quantity and quality of 
information shared in terms of richness, timeliness and accuracy; b) Collaborative 
behavior and c) Joint decision-making. Hambrick (2007) argued that these mutually 
reinforcing processes, when taken in concert, better capture a TMT’s level of wholeness 
and unity of effort than does each dimension when examined separately. In summary, it 
can be described as a variable which evaluates the extent to which the top management 
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acts collectively as a team, rather than isolated individual efforts, towards reaching a 
strategic decision.  
Behavioral integration has been linked positively to the CEO’s own collectivist 
orientation and tenure, and negatively related to TMT size and several types of TMT 
diversity (Lubatkin, Simsek et al. 2006). Siegel and Hambrick (1996) argued that 
behaviorally integrated teams make better use of knowledge alternatives because 
cognitive conflict in such teams affords them more opportunities to debate and discuss 
strategic issues. Similarly Hambrick, Nadler et al. (1997) concluded that behavioral 
integration enables the TMT to combine knowledge and insights to respond well to the 
increasing needs of the market, to create core competencies, and to develop global 
strategies. Although behavioral integration has also been proved to have direct positive 
effects on firm outcomes and performance (Lubatkin, Simsek et al. 2006), its most 
preponderant influence lies in how it affects the relevance of TMT as a meaningful unit 
of analysis. In case of low behavioral integration, the team is highly fragmented and 
there is no collective interaction between its members. In that scenario, TMTs are 
simply consisted of solo operators which share no resources or information and 
therefore firm outcomes will be the result of an array of individual decisions. That being 
the case, studying top management teams as an aggregate will matter very little, as 
outcomes will not depend on the team itself (Hambrick 2007). 
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2.2. International Market Selection 
 
The concept of internationalization is a synonym for the geographic expansion of 
a firm’s economic activities beyond national borders (Matlay, Ruzzier et al. 2006). At 
present date, “international business is conducted in an increasingly globalized 
environment characterized by fewer barriers, growing competition, and greater 
opportunities for expansion” (Papadopoulos, Martín Martín et al. 2011, p. 132). In light 
of the fast paced technological, social, and economic changes (namely the globalization 
of markets alongside the development of communications and transport) it is not 
surprising that a trend for accelerated internationalization amongst firms has been 
observed at the beginning of the present century, as companies increasingly enter 
international business activities at earlier stages of their organizational life cycle, and 
some are even born global (Shrader, Oviatt et al. 2000). The ever more fading barriers 
make viable new opportunities to exploit, as well as present new threats through global 
competition, providing both motivation and pressure for firms to engage in international 
activity (Burpitt and Rondinelli 2000). Several factors can trigger a firm’s 
internationalization process such as the presence of strategic opportunities abroad, 
inquiries from foreign buyers, insufficient demand in the domestic market and 
international moves from competitors (Karagozoglu and Lindell 1998). The 
internationalization process demands considerable commitment of firm resources and 
has inherent risk and uncertainty factors involved (Johanson and Vahlne 1977), so it is 
expected that international strategy – market selection, entry mode, marketing strategy 
and so on - will play a major role in the firm’s strategic decisions from the moment they 
decide to expand outside borders. In order to fulfill the firm’s international strategy 
three important questions must be addressed: Where to internationalize? How to 
internationalize? When to internationalize? (Gallego, Hidalgo et al. 2009)  
International market selection (IMS) focuses on the “where” aspect, although to 
some extent all three topics are not independent from one another (Koch 2001). Despite 
the trend for globalized economy, foreign markets’ conditions are still highly diverse 
and country or cultural specific, and thus risks, potential profits and opportunities of 
doing business in them varies immensely from one to another (Papadopoulos, Martín 
Martín et al. 2011).  In the early process of internationalization, one important activity is 
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to seek profitable foreign markets and evaluate their overall attractiveness to the firm. 
Selecting the right markets to enter is a crucial process because it sets the pace and tone 
for future developments (Kumar, Stam et al. 1994). The most important consideration 
choosing new markets is the fit between the country’s characteristics, the company’s 
competencies, the possibility of synergistic effects and foreign market demand 
characteristics (Dunning 1992). Thus, the strategic decision process by which firms 
select the international markets in which to be involved, deciding where and with whom 
international transactions will be performed, is a critical one. 
Andersen and Buvik (2002) drawn from several branches of academic literature 
explaining internationalization processes to distinguish between three major approaches 
to international market/customer selection, primarily based on the decision making 
model, level of analysis and information acquisition. The different approaches can be 
separated between the traditional approach depicted by Papadopoulos and Denis (1988) 
- systematic and non-systematic - and the relational approach. Nonetheless, not all 
international moves can be fitted into the categories presented by Andersen and Buvik 
(2002). A social phenomenon between firms, mostly known as mimetic or herding 
behavior, accounts for international decision processes in which firms act stripped of 
any relevant information about the foreign markets or countries they are on the verge of 
entering. The decision-making process is neither associated to an in depth rational 
economic based analysis nor any type of screening process in search for markets or 
countries with optimal conditions fitting the firm’s needs. Instead, firms turn to their 
peers for reference in a quest for legitimization, informational or rivalry reasons, purely 
imitating practices adopted by other firms (Lieberman and Asaba 2006).    
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2.2.1. Systematic Approach 
 
The systematic approach to internationalization is a deliberate strategy, as 
opposed to an emerging one, characterized by formal and normative planning which 
makes use of objective criteria and statistical methods to select export markets (Yip, 
Biscarri et al. 2000). This strategy usually involves a preconceived and planned model 
of internationalization, in which firms go through a “check-list” process, harnessing 
detailed and complete information about a portfolio of target markets and ordering the 
possibilities by preference according to the pre-established criteria. The decision is then 
implemented in full possession of all information possibly available to the firm. It is an 
extremely onerous resource and time consuming process (Karagozoglu and Lindell 
1998) which often implies considering alternative markets and entry modes, pondering 
contingency plans and outlining long term objectives for the foreign ventures (Yip, 
Biscarri et al. 2000). Such exhaustive and sophisticated research activities range from 
“visits to foreign markets on fact-finding tours before entry, monitoring of national and 
international business press for product-related activities, and the use of published 
statistical sources in differentiating foreign markets” (Brouthers and Nakos 2005, p. 
364). 
Academic literature is vast in structured and normalized criteria models which 
aim at accurately predicting the most attractive markets for firm expansion. A 
comprehensive review of such standardized and systematic IMS models was compiled 
by Papadopoulos and Denis (1988). Regardless of the model chosen, Andersen and 
Buvik (2002) argue the decision-maker goes through some, if not all, of the following 
stages in the IMS process: Problem definition; Identify the choice criteria which to scale 
alternatives; Attribute different weights to each criteria; Generate the alternatives; Rate 
each alternative on each criterion and compute the optimal decision.  
Empirical studies (Rahman 2003) point to discrepancies between these theoretical 
models and actual practice of management, as the systematic approach prescribes a 
rational decision-making process portraying how decisions should be made, rather than 
how they are made, accounting for bounded rationality (March and Simon 1958). 
Furthermore, research evidence shows that managers’ perceived assessments of 
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international market’s attractiveness often differ from objective assessments (Martín 
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2.2.2. Non-Systematic Approach 
 
Several studies (for example Kobrin 1979) claim firms opt for a non-systematic 
market approach because they possess limited capability to acquire and process all the 
information required for the systematic approach models, therefore favoring an 
opportunistic way of selecting markets (Bradley 2005). This type of internationalization 
occurs when no formal methods are employed at any step of the process and is strongly 
personalized, drawing mainly from personal beliefs and experience. Several 
internationalization models fit into this category such as the Uppsala “stages model” or 
the Innovation-related models, as both are behavioral oriented and elaborate from an 
experience and learn gradual process to explain firm’s international actions. In the 
several models advocating these approaches, the gradual pattern of internationalization 
can be attributed to two main reasons: the lack of knowledge by the firm (mainly 
experimental) and the uncertainty associated with the internationalization step. The 
arguments for the gradual pattern were first thoroughly discussed by Johanson and 
Vahlne (1977) in their article. Later authors explicitly or implicitly draw on their 
contribution to elaborate their plot (Andersen 1993). 
Regarding the Uppsala stages model, is can be described as a gradual 
evolutionary step model in which firms progressively overcome psychic and geographic 
distances. Johanson and Vahlne (1977) based the Uppsala internationalization process 
model on the premise that internationalization develops as firms gradually increase their 
international involvement rather than making large foreign production investments at a 
single point in time. Supporting themselves in previous firm behavioral theory studies 
(Cyert and March 1963), they argued internationalization was an outcome of a 
progressive learning process in which the outsourcing firm gradually acquired and 
incorporated more knowledge about foreign markets where it develops international 
operations, committing at each step more resources to the specific target markets as it 
becomes more knowledgeable about them. Most of that critical knowledge is difficult to 
be objectively passed down and must rather be acquired through experience and 
familiarity in the foreign country itself (Johanson and Vahlne 1977). Therefore, 
managers rely on information flows to develop that knowledge on the target markets to 
support their market selection decision. How easily managers decipher and have access 
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to those information flows can be measured by the psychic distance between the 
domestic and foreign destination countries. Johanson and Wiedersheim‐Paul (1975) 
noted psychic distance, coupled with broader market indicators, were the criteria that 
better explained internationalization dynamics of firms, as firms gradually moved from 
closer to more distant psychic markets in the incremental process described by the 
Uppsala model. Entering countries that are psychically close reduces the level of 
uncertainty firms face in the new market (Johanson and Vahlne 1992) and psychically 
close countries are easier for companies to learn about (Kogut and Singh 1988). For the 
aforementioned reasons, the Uppsala model observed venturing in psychically close 
countries as ways to improve a company's chances of success in these markets. 
Psychic distance expresses the degree to which a firm is uncertain about a foreign 
market context or, in other words, how easily managers glean on information from the 
target country. It can be defined “… as the sum of factors preventing the flow of 
information from and to the market. Examples are differences in language, education, 
business practices, culture, and industrial development” (Johanson and Vahlne 1977, p. 
24), as well as differences in structure (legal and administrative systems). For instance, 
it is expectable that countries geographically closer to each other possess more similar 
cultures, and vice versa, therefore assuming shorter psychic distances between them, 
with the exception of former colonies or countries bounded by strong historical cultural 
ties, which although further apart may still possess high similarities (Brewer 2007).  
For the aforementioned reasons, electing psychic distance as a rule of choice 
often results in firms targeting markets in their immediate neighborhood (Papadopoulos 
and Denis 1988). Although this is an uncertainty avoiding strategy, by pursuing it 
managers largely neglect the possible existence of better or optimal alternative 
solutions. Other weaknesses of the Uppsala stages and similar models have also been 
exposed: it results in an excessively deterministic (Fina and Rugman 1996) and over 
simplified model (Dichtl, Leibold et al. 1984); firms often skip the gradual resource 
committing stages making large investments at single points in time (Oviatt and 
McDougall 1994); it disregards acquisitions (Forsgren 1990); and ignores the 
phenomenon of born global firms (Chetty and Campbell-Hunt 2004). 
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2.2.3. Relational Approach 
 
Realizing traditional IMS approaches (systematic and non-systematic) fail to 
accurately describe contemporary internationalization processes of firms, Andersen and 
Buvik (2002) theorized the relational approach. The fundamental distinction between 
the theories is that traditional approaches focus on how the outsourcing firm selects 
international markets, describing a transaction-oriented marketing process, whereas 
according to the relational approach the firms’ international choice of markets emerges 
from a business relationship level. The transaction-oriented process completely 
disregards the active role the foreign buyer or customer may play in establishing 
exchange transactions, which is central to the relational approach. Furthermore, as 
proved by Coviello and Munro (1997), network relationships have an impact on foreign 
market selection as well as on the mode of entry in the context of ongoing network 
processes. 
Firms maintain multiple relations with their partners through their business 
networks. These interactions between them are not isolated from other business 
relations with third party agents, such as buyers of buyers, suppliers of suppliers and so 
on (Snehota and Hakansson 1995), comprising the full range of the focal firm’s 
network. Therefore, the focal firm, directly or indirectly, can gain access to information 
detained by every firm that comprises its network. Using those relations, firms are likely 
to engage in a selective screening process to explore feasible international exchange 
partners and opportunities, gathering relevant information about each one of the 
selected potential partners and filtering out the less desirable (Andersen and Buvik 
2002). The search process generally starts with those agents the firms have direct 
relationship with, moving then gradually away to the outer sphere of indirect relations 
in a somewhat similar uncertainty avoidance process as the one described in the 
Uppsala stages model. The incremental pattern is attributed to two main factors: 
proximity between partners, which increases opportunity awareness (Dwyer, Schurr et 
al. 1987), and the longevity of relationship exchanges, for the longer those are 
maintained the more knowledgeable the firms become of their partners (Holm and 
Eriksson 2000), thus reducing perceived uncertainty and increasing trust. Based on its 
direct experience and relationship, the focal firm will then select from the potential 
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partners the one with the highest goal compatibility, performance and trust (Harvey and 
Lusch 1995) to engage in international co-operative exchanges and build a high 
commitment relationship. Previous relationship and direct interaction are key, as trust 
and goal compatibility are not objectively measurable criteria and therefore decision 
will be made based on the management team’s perception of their partners.  
Despite centering on different core issues, the relational and traditional 
approaches to international market selection described above are not mutually 
exclusive. Firms’ are unlikely to use only one single approach but rather a mixture of 
both traditional and relational approaches, as both processes can complement each other 
(Andersen and Buvik 2002). In fact, Johanson and Vahlne (2009) recently theorized a 
new model for the firms’ internationalization process which conciliates both theories, 
adding to the liability of foreignness of the original Uppsala model, the liability of 
outsidership from the network relationship approach. The following table elaborated by 
Andersen and Buvik (2002)  summarizes the main differences between the three IMS 
approaches. 
Table 1- Main differences between traditional and relational IMS approaches 
Source: Andersen and Buvik, 2002, p.351 
Approach Systematic Non-Systematic Relational 
Decision Problem Selection of country Selection of country 
Selection of exchange 
partner 
Level of Analysis The selling firm The selling firm The dyad 
Purpose Normative Descriptive Mainly descriptive 




Marketing Paradigm Discrete transaction Discrete transaction Relationship marketing 
Time Horizon Not specified Not specified Long term 
Connections to other 
decision problems 
IMS treated as an 
isolated decision 




Information Search Extensive Little/none Limited 





Perception of goal 
comparability, trust and 
performance 
Sources of information Secondary data Experiential knowledge 
Business relationships-
network 
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2.2.4. Mimetic Behavior 
 
Imitation based market selection is a different mechanism of market selection 
from the ones specified earlier, as neo-institutional theorists describe it as social 
phenomenon in which firms do not invest a significant share of their own resources in 
the search for optimal foreign markets to expand, but instead turn to their peers for 
reference and legitimacy, mimicking their moves based on rivalry or informational 
reasons. Studies of multinational firms have long recognized that the routines and 
knowledge accumulated in a home country are of limited usefulness when it comes to 
expanding abroad (Aharoni 1966) and so firms are exposed to the liability of 
foreignness when endeavoring in said process (Johanson and Vahlne 2009). Firms that 
are inexperienced in a new market are uncertain, as no processes have been developed 
from past experience to approach decisions in that new market and so they overcome 
their liability of foreignness in a new country by learning from their own experiences, 
but also from the experiences of other firms in their same population, business group 
and industry (Guillén 2002). As advocated by Johanson and Vahlne (1977) the 
uncertainty levels can be a formidable deterrent to foreign market entry or selection 
because of the significant demands to develop capabilities in a setting in which 
language, culture, buyers, suppliers and political and legal systems can be very 
different. In consequence, firms begin to search outside their boundaries for models on 
which to base their decisions and possibly start relying on social comparison to develop 
strategy (Haunschild and Miner 1997). By learning from each other’s foreign 
experiences, firms reduce the uncertainty surrounding international expansion and 
enhance the legitimacy of pursuing international opportunities (Guillén 2002). It is not 
expectable that firm decision makers realize by themselves all the available foreign 
opportunities or how to take advantage from them and so an internationalizing firm may 
obtain information and legitimacy from their network or environment, enabling them to 
identify foreign opportunities, build the knowledge necessary to pursue them, tackle 
internal and external resistance, and feel confident of being able to compete against 
domestic firms familiar with the local environment in the host country (Guillén 2002).  
Imitation is an adaptive mechanism by which firms mimic their peers adopting 
similar strategies within a given period of time. This can occur because prior decisions 
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or actions by other organizations increase the legitimacy of similar decisions and 
actions or are perceived to carry superior information, especially in face of strategic 
situations of high uncertainty, such as internationalization processes (Tolbert and 
Zucker 1983). Maintain competitive status is also one of the reasons pointed as the 
origin of imitative motivations. Also, while imitating the actions of other organizations, 
smaller firms could achieve results unattainable in case they were dependent on their 
own resources or simply contribute towards containing their own search costs, thus 
making imitation an efficient alternative to economic rationality when faced with 
onerous decision processes (Ordanini, Rubera et al. 2008). In an uncertainty mired 
strategic situation such as internationalization processes, the uncertainty surrounding 
foreign market selection is reduced because the greater the number of firms pursuing a 
foreign opportunity, the more corroboration there is that it is possible to take advantage 
of the opportunity and the more information there is as to what specific decisions ought 
to be imitated or avoided (Guillén 2002). Additionally, an increasing proportion of 
firms with foreign presence in a certain market also enhances the legitimacy of that 
international expansion move. This idea derives from the position of organizational 
theorists who argue that as the prevalence of a practice increases, it becomes more 
legitimate as it begins to be taken for granted as appropriate or permissible (Scott 1995).  
Legitimacy can become a particularly important issue when a new decision is met by 
opposition from a subset of managers, executives or the board of directors, or even 
when it might have initial negative performance consequences (Scott 1995). 
Organizational sociology argues inter-organizational mimetic behavior occurs 
mainly by an isomorphism process, which is a constraining process that forces one unit 
in a population to resemble other units that face the same set of environmental 
conditions (Haveman 1993). Mimetic isomorphism, a form of institutional 
isomorphism, centers around the idea that the likelihood a firm will imitate a decision or 
an organizational form increases with the frequency that other organizations in the same 
environment implement a decision or use an organizational form,  exerting pressure on 
the focal firm to fit in and homogenize (Haveman 1993). It has been noted that 
organizations look to others within their environments in search of effective and 
efficient practices and structures (Haveman 1993) with particular tendency to model 
themselves on firms whose history, experience or location is perceived as relevant to 
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their own predicament. Usually when a peer is perceived similar in attributes, context, 
products, services, technologies, and markets in the same geographic location, 
information about its choices has diagnostic value for the imitator (Baum, Li et al. 
2000). When in search for peers as reference, it is possible to group into two main types 
of social structures enveloping the firms the social channels firms turn to – clusters or 
groups of firms, and industries or organizational fields (Scott 1995). Clusters or groups 
of firms encompass firms tied to each other for exchange, ownership or control reasons. 
They are in a position to share information and experience and to find common ground 
for justifying the adoption of similar practices and strategies (Tolbert and Zucker 1983). 
Fields or industries make for the second type of social structure, as they are spheres of 
activity in which actors mutually recognize each other’s presence and actions (Tolbert 
and Zucker 1983). Industries are widely regarded as a relevant organizational reference 
point as firms within the same industry constantly measure and compare their internal 
processes and performance against competitors (Haveman 1993). In terms of market 
selection, firms tend to follow these reference groups based in the focal firm’s home 
country since organizations that expand from a given home country share the same 
language, culture, social opinion, regulation, and institutional background (Johanson 
and Vahlne 1977). 
Even though firms imitate the actions of other firms, not all firms are equally 
susceptible to imitative pressures and not all firms exert a similar imitative influence. 
Firms differ in their propensity to change as well as in their exposure to those effects 
depending on organizational characteristics such as age and size (Guillén 2002). With 
respect to the influence of other organizations, firms tend to look primarily to firms with 
which they have social contacts as guides for imitation. Two substantial streams of 
literature have emerged to explain the processes underlying mimetic behavior: 
sociological-based information theory and economics-based competitive rivalry theory 
(Lieberman and Asaba 2006). An information based explanation of imitation connects 
propensities to engage in mimetic behavior to the conditions in the organizational 
environment – the industrial and geographic setting for a decision or action – in which 
the decision or action is being made. In other words, information-based imitation can 
occur where the bunched entry of a significant number of firms, or the entry of industry 
counterparts conveys information and legitimacy to the international expansion 
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decision. In contrast, a competitive rivalry based explanation of mimetic behavior 
focuses on conditions in the home organizational environment of a firm as the primary 
influence on mimetic behavior, particularly the actions of rivals which firms mimic to 
maintain competitive parity or limit rivalry. 
Regarding the social-based information theory approach researchers observed the 
basis for imitation can be relatively broad or it might be more narrowly-defined, using a 
selective process for identification of sets of firms to imitate. Within the general notion 
of mimetic isomorphism, three types of imitation can be distinguished: frequency-
based, trait-based and outcome-based imitation (Haunschild and Miner 1997). 
Frequency-based imitation is a pure social imitative process and refers to the tendency 
to imitate structures, decisions and practices that have been adopted by growing 
numbers of organizations. It is the purest form of mimetic isomorphism because it is the 
sheer number of other users that forms the decision base for a firm and determines the 
desirability of a structure, practice or decision. In frequency based imitation, all 
organizations in a firm's environmental context have the same impact on a firm's 
decision-making process (Haunschild and Miner 1997). Compared to frequency-based 
imitation, trait-based imitation is a more selective mimetic process, in which a firm 
models itself after a subset of organizations. The subset is based on identifiable 
characteristics such as success, but also other features such as size and status have acted 
as traits that define the reference groups of firms to imitate (Lieberman and Asaba 
2006). Successful firms are more likely to be imitated than non-successful firms 
because successful firms are highly visible and success is a trait that firms strive to 
achieve (Haunschild and Miner 1997).This element arises from the belief that a decision 
used by a successful firm is more likely to have a positive outcome if imitated. To some 
degree, an element of technical efficiency, which is absent from frequency-based 
imitation, is present in trait-based imitation as firms believe that a structure, decision or 
practice adopted by a firm with which a trait is shared is more probable to have a 
positive outcome (Haunschild and Miner 1997). For example, previous research has 
found that similarity in size and the industries in which firms compete enhances the 
likelihood of a firm imitating other firm’s actions (Haunschild and Miner 1997). In 
outcome-based imitation, a firm observes the economic success of decisions or practices 
adopted by other organizations rather than undertaking a quest for legitimacy. It imitates 
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solely decisions or practices that generate successful outcomes. This imitation process is 
the most technically oriented when compared to frequency-based and trait-based 
imitation, which more strongly involve social processes (Lu 2002). 
The economic competitive rivalry regards imitation as a response designed to 
mitigate competitive rivalry or risk, arguing firms imitate others in an effort to maintain 
their relative position or to neutralize the aggressive actions of rivals (Lieberman and 
Asaba 2006). Imitation to mitigate rivalry is most common when firms with comparable 
resource endowments and market positions face each other. Rivalry and competition 
have been long regarded as important drivers of international expansion decisions 
(Hymer 1976), fact which has been corroborated by recent studies proving differences 
in competitive conditions in the home country of a foreign investing firm exert an 
important influence in its internationalization behavior (Delios, Gaur et al. 2008). While 
information based theory argues the expansions of rivals convey information that may 
help to reduce uncertainty about the benefits of entering a particular country and have a 
legitimizing effect, rivalry states those expansions will exert an immediate competitive 
pressure on a firm to enter a foreign market (Delios, Gaur et al. 2008). Evidence on this 
is pointed by research on strategic action and reaction, which has shown that the timing 
of strategic actions have a high dependence on the characteristics and actions of rivals 
(Ferrier, Smith et al. 1999). A foreign entry is a discrete form of expansion that is highly 
observable (Martin, Swaminathan et al. 1998) meaning a competitor can readily track 
and counter a firm’s foreign entries by investing in similar locations. Given the high 
visibility and importance to a firm's strategic position, competitiveness and profitability, 
foreign expansion is likely to engender strategic responses by competitors, much like 
other similarly important strategic actions (Ferrier, Smith et al. 1999). Firms engage in 
such imitative actions to minimize the perceived threat to their competitive position in 
domestic and international markets. If a firm does not follow the expansion moves of its 
competitors, it risks losing competitive ground as the competitor may accumulate new 
capabilities, information, experience and markets (Flowers 1976). Even more, early 
work in examinations of the international expansion decision stressed how the timing of 
this decision influenced a firm’s competitiveness, particularly with respect to the need 
to react swiftly to a competitor’s moves to minimize risk (Knickerbocker 1973). 
Regarding the decision to enter a foreign market, rivalries amongst firms that compete 
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in the same country and industry typically manifest as a phenomenon of clustering, or 
bunched entry into the same international market, fact which extends from the 
observation that firms often imitate or mimic the decisions of each other. This 
phenomenon is more emphasized in highly concentrated industries, in which firms are 
the most sensitive to rivals’ actions, particularly in cases of loosely knit oligopolies. In 
perfectly competitive markets, firms cannot strategize and in tight oligopolies they 
prefer to collude (Guillén 2002).  
The information and rivalry based theories previously described are not mutually 
exclusive as both types of imitation can occur simultaneously. Firms may imitate rivals 
to maintain competitive parity and also out of belief that rivals may possess superior 
information. As stated, one of the most important drivers of mimetic behaviors is 
uncertainty and as firms become more knowledgeable and certain of the outcome of 
their actions there is a tendency to recur less to imitation. A foreign presence for 
instance, allows the firm to gather first-hand information, thus helping it to reduce 
uncertainty (Kogut and Chang 1996), making it less important to learn from what other 
home country firms unrelated to it might be doing. Scholars have empirically 
documented that firms learn from their own past international experiences and so it is 
important to note that industry imitation effects are expected to decrease after a firm 
makes its first foreign entry (Guillén 2002). 
  




Having laid the theoretical foundation for the prepositions that tie Upper 
Echelons to International Market Selection, it is now important to select which aspects 
will be studied and why, in order to construct a model that accurately translates this 
relationship. 
In line with Upper Echelons’ theory, this investigation studies the dynamics of 
the CEO and the Top Management Team as a unit, implying that firms’ dominant 
coalitions are prominent determinants of firm outcomes, more than economic or other 
environmental and contextual factors, and play a pivotal role in shaping strategic 
decision (Hambrick and Mason 1984). Being so, the meaningful unit of analysis for the 
study is the Top Management Team as a group, as strong correlations between the team 
and firm outcomes have been thoroughly established (Carpenter, Geletkanycz et al. 
2004). Although for this case, dully accounting for the power discrepancies between the 
group and CEO (or equivalent). Modern day leadership is a shared activity and the 
decision making processes are usually shared between the firms’ leading group, the 
dominant coalition (Cyert and March 1963). At the organizational level the CEO shares 
power and tasks with other top team members and so, studying the group as a whole, 
shall provide more accurate results (Hambrick and Mason 1984). Nonetheless, the CEO, 
depending on its degree of managerial discretion, can have significant influence in the 
TMT group dynamics, by establishing how the team interacts or by exerting staffing 
tasks of team selection, for example (Hambrick and Finkelstein 1987). Furthermore, as 
the ultimate decision taker, the CEO sometimes holds disproportionate influence in the 
group, and averaging its traits with the rest of the top team might prove misguiding 
(Hambrick 2007). This influence unevenness seems to aggravate for smaller TMT 
groups and therefore team size must be controlled (Jackson 1992). Also, the CEO’s 
personality can shape the TMT group processes (Peterson, Smith et al. 2003).  
When targeting the TMT as a unit of analysis it is of primordial importance to 
evaluate the team’s behavioral integration. Behavioral integration impacts on how the 
TMT acts as a decision-making team, measuring its wholeness and unity (Hambrick 
2007). It translates the level of information sharing, collaborative behavior and joint 
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decision making, which are of extreme importance in the search for different and 
appropriate solutions (Lubatkin, Simsek et al. 2006), especially in cases laded with 
uncertainty and ambiguity, as is the case of internationalization processes. Furthermore, 
behavioral integration is of special relevance to validate the TMT as a meaningful unit 
of analysis (Hambrick 2007). Top Management Teams with low behavioral integration 
scores represent highly fragmented teams with little to none collective interaction 
between its members. In that case, studying the team as a whole will prove of little 
significance as outcomes will not depend on team efforts, but are rather a result of an 
array of singular individual efforts (Hambrick 2007). 
When evaluating the core values and assumptions of the TMT which affect 
decision making processes, there is a need to understand the underlying cognitive 
mechanisms. These traits can be measured directly, through the evaluation of their 
psychographic characteristics responsible for said processes, or indirectly, through 
demographic indicators which are good proxies for those cognitive features and 
behaviors (Hambrick and Mason 1984). Psychographic traits, although more accurate 
and precise, are sometimes not convenient to measurement or amenable to direct 
measurement (Lawrence 1997). The extensive psychological testing they require could 
also damper the managers willingness to cooperate with the study. That being the case, 
and to facilitate the model applicability and increase its practical usefulness, the Top 
Management Teams shall be studied by their averaged demographic traits as a group. 
Inversely, the CEO, whose personality can exert a significant influence in the TMT 
group dynamic and can influence dominantly executive strategic decisions (Peterson, 
Smith et al. 2003), such as international market selection, shall be studied through its 
psychographic variables. 
Regarding the team, tenure of internationalization, international experience, 
previous functional track, educational level, age, gender and heterogeneity shall be 
considered. Tenure of internationalization stands for the number of internationalization 
processes a team has managed. This variable might affect market selection method as 
the greater the experience of the team in managing this type of processes, the more 
established routine information sources, the more set habits and more reliance on past 
experience (Finkelstein, Hambrick et al. 1996) which might lead the team into 
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preferring one method intuitively over another. Also the team’s international 
experience, or number of years they spent abroad, is of significant value to the model 
(Adler and Kwon 2002). Time abroad means a greater network of international contacts 
and access to different information sources which might tip the team when selecting a 
market. Team’s functional track is also of significance as the management members 
play their role influenced by their past experiences (Finkelstein 1992). The degree of 
complexity and informational level of the selection method chosen might be connected 
with this variable. For the same reasons educational level, since it is an indicator of a 
manager’s skill base and cognitive preference (Hambrick and Mason 1984), might have 
an important influence in the TMT/IMS relationship. Age is correlated with status quo 
maintenance, aversion to risk and ability to integrate new information (Hambrick and 
Mason 1984) and due to the difference in the risk profile and information processing 
skills required for the different international market selection methods, it becomes of 
pivotal importance to incorporate this variable in the model. Finally, regarding the 
team’s demographic variables, heterogeneity shall be studied in the traits of gender, age, 
educational level and functional background. The greater the degree of heterogeneity 
the greater the debate, the span of creative and available solutions, the greater the risk 
taking propensity and the broader the array of information sources used (Bantel and 
Jackson 1989). Also, team heterogeneity provides a more ample social network (Adler 
and Kwon 2002), which can influence towards the market selection method chosen, and 
is also correlated to firms’ degree of internationalization (Sambharya 1996). 
Following the same line of thought expressed earlier, now applied to the CEO as 
the unit of analysis, the CEO network degree of internationalization, or in other words, 
the number of foreign contacts in the CEO’s social network, might have a definitive 
influence on the method chosen by the team, through the CEO’s influence, as the 
tendency for some market selection methods might be favored by the richness of one’s 
social network. Also, the proximity of the CEO with the market might have an influence 
by diminishing the psychological gap between the firm’s home country and the targeted 
one (Brewer 2007). CEO risk tolerance and tolerance for ambiguity might influence the 
market selection decision as different selection methods have different risk profiles 
associated, and in turn, the CEO as the ultimate decider, might favor one in detriment of 
others according to its own tolerance. Proactivity translates as the desire to act in order 
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to answer future situations and threats and is normally associated with persons which 
are averse to the status quo (Lumpkin and Erdogan 1999). This characteristic might 
have an influence on how the CEO desires to act when facing competitors and how 
conservative he desires to be in his market selection method. CEO’s with high Core Self 
Esteem have themselves in high regard and seem to think their insights are of 
significant importance, and therefore do not feel the need to discuss strategic situations, 
analyze data or search for alternatives (Hiller and Hambrick 2005). Also they seem to 
act more on instinct and trial and error processes, engaging in relatively fast decision 
making (Hiller and Hambrick 2005). This could affect the CEO influence in the team 
and, in turn, the selection method by favoring less informationally complex and less 
rational methods. 
Contextual variables such as organizational size and age or industry sector might 
also have an influence in the selection method, by influencing the managers’ degree of 
discretion (Hambrick and Finkelstein 1987). The higher the degree of discretion 
managers’ possess, the more their choices will show in firm outcomes (Hambrick and 
Finkelstein 1987). Organizational size, financial or human capital wise, is connected 
with firm resources, the myriad of information sources available, complexity of 
organizational structure or the firm’s research proficiency for example (Damanpour 
1992). That being the case, firms with different sizes might favor different resource 
consuming selection methods, with different levels of information processing required, 
according to their structure. Also, organizational age is connected with established 
procedures and learning inertia (Levinthal 1991), in which firms’ might be averse to 
experimenting more innovative solutions and exhibit high preference towards one 
method, disfavoring others.  
Industry sector might also introduce contextual heterogeneity through the degree 
of discretion it allows the managers (through the degree of regulation or industry growth 
and opportunities (Hambrick and Finkelstein 1987)) or through its degree of 
internationalization, or number of international enterprises in that sector. This in turn 
could have an influence on market selection. 
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3. Empirical Model and Hypothesis 
 
In light of the Upper Echelons theory, this work intends to demonstrate a causal 
relation and also provide some explanation of the underlying cognitive mechanism as to 
how top executives might influence the international market selection method. More 
specifically, in what way certain TMT and CEO traits might lead to a tendency to prefer 
one of the IMS methods over the others. Due to the lack of academic work combining 
these two theories (Upper Echelons and International Market Selection) a new model 
must be constructed and validated. In order to do so, from the eclectic range of TMT 
variables which can be studied and have already been reported in past Upper Echelon 
studies, variables which are more intrinsically and specifically related to international 
market selection and decision making must be included. Contextual effects must also be 
accounted for in the model, such as firm and industry specific effects, and also others 
related with the top team itself, such as team integration, size or heterogeneity. Since the 
reality of the Portuguese business community is mainly dominated by Small and 
Medium companies (with 99,9% of all companies comprised in this category, 
responsible for 80% of the employment and 59,2% of the business volume (Instituto 
Nacional de Estatística 2016)), and the difference of power between the CEO and other 
top team members is considerable for small management groups (Jackson 1992), the 
personality traits of the CEO were considered as moderators for the final decision, as it 
is he/she who ultimately holds the final say in strategic decisions (Peterson, Smith et al. 
2003), such as firm internationalization. After establishing which variables are 
determinant to International Market Selection through the Upper Echelons scope in the 
previous chapter, it is now necessary to establish how they are connected to form the 
empirical model. More so, drawing from the theoretical background introduced in the 
earlier chapters, the theoretical hypothesis shall also be presented for the model. 
Firstly, as stated, the primary unit of analysis shall be Top Management Team as 
a group, as it plays a determinant role in shaping strategic decision (Hambrick and 
Mason 1984), as strong correlations between the team and firm outcomes have 
systemically proven (Carpenter, Geletkanycz et al. 2004). Taking on Upper Echelon’s 
theory, International Market Selection, as a strategic decision or outcome, is influenced 
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by the characteristics of the management team. The underlying psychological 
mechanism and group behaviors which are responsible for the decision making process 
of the team, hardly can be measured directly, but can be tapped through indirect 
variables which represent the manifestations of the psychological constructs which 
affect the outcome. While psychological factors (beliefs, knowledge, assumptions and 
values) are of central significance to Upper Echelons theory, Hambrick and Mason 
(1984) advocate those can be proxied from executive’s demographic characteristics in 
order to convey more convenient and practical sampling. Demographic characteristics 
of executives can be used as valid, albeit incomplete and imprecise, proxies of 
executives' cognitive frames, such as executives’ functional backgrounds, industry and 
firm tenures, educational credentials and affiliations (Hambrick and Mason 1984). The 
central premise of the Upper Echelons theoretical framework is that executives' 
experiences and personalities greatly influence their interpretations of the strategic 
context, which in turn, affect their decision, therefore this study’s hypothesizes center 
around the idea that TMT characteristics influence the firm’s IMS decision directly. 
Having the team established as the unit of analysis, it is important to define it and 
establish which of its characteristics can more significantly shape the IMS decision. The 
team shall be measured through its demographic traits, as these are objective, highly 
practical for testing and have demonstrated a high predictive power and content validity 
(Hambrick and Mason 1984; Lawrence 1997). Age is associated with risk aversion and 
diminished mental stamina (Child 1974). Therefore older managers find it difficult to 
grasp new concepts and ideas and seem to be attached to status quo behaviors (Bantel 
and Jackson 1989). The complexity and risk associated with international expansion 
may represent a formidable challenge to top executives. Such a strategic initiative may 
be more attractive to younger, energetic managers willing to accept the risk associated 
with global expansion in exchange for the potential reward of career advancement. As 
Hambrick and Mason (1984) note, younger managers may be more oriented towards 
attempting the novel and taking risks. New managers might exhibit preference to less 
conservative and less informationally burden IMS methods such as the relational or 
mimetic, as older managers might favor the systematic or non-systematic approach, due 
to its conservative aspect and risk avoiding profile. 
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Hypothesis 1: TMT Age influences the firm’s IMS decision directly 
Hypothesis 1a: TMT Age negatively influences the firm’s IMS decision directly, 
towards Relational and Mimetic approaches 
 
Education provides another important dimension that helps shape an individual’s 
cognitive base (Hambrick and Mason 1984). To some degree it indicates a person’s 
knowledge and skill base (Hambrick and Mason 1984). It is also related to receptivity to 
innovation, tolerance for ambiguity and boundary spanning. Regarding its relation with 
IMS, higher educated students might favor more informationally complex selection 
methods as the systematic approach. On the other hand, elite institutions may also 
provide students with unique international educational experiences and the opportunity 
to meet other elites from diverse international backgrounds. Thus, executives with an 
elite educational background may be more aware of international issues and may 
acquire information from a greater variety of sources. 
Hypothesis 2: TMT Educational level influences the firm’s IMS decision directly 
Hypothesis 2a: TMT Educational Level positively influences the firm’s IMS 
decision directly, towards Systematic and Non-Systematic approaches 
 
Functional track is relevant in a top team as managers act based upon past 
experiences and cognitions, probably attained in some primary area of expertise 
(Finkelstein 1992). When presented with the same decision-making situation, executive 
tended to define issues, goals and actions in terms of their own functional track. 
Following the analysis suggested by Hambrick and Mason (1984) this field can be 
narrowed into two big groups: throughput and output functions. Output functions are 
areas that emphasized on growth and new domain opportunities, such as marketing, 
sales or product R&D. On the other hand, throughput functions are more related to 
production, process engineering and accounting where the focus lies in improving the 
efficiency of the transformation process. Output professionals are more turned towards 
the market and growth and thus should favor a more relational or mimetic approach. 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 49 
 
Throughput professionals on the other hand are more concerned with the process and 
therefore could favor more normative and well defined approaches, with greater data 
sampling and more resource consuming such as the systematic approach. 
Hypothesis 3: TMT Functional track influences the firm’s IMS decision directly 
Hypothesis 3a: TMT Output Functional track positively influences the firm’s IMS 
decision directly, towards Relational and Mimetic approaches 
 
International experience is the cumulative time a manager has spent abroad in a 
professional or academic situation. It intends to be an indirect reflection of how much 
international knowledge about other countries the manager possesses or its degree of 
international contacts. Sambharya (1996) found that international experience among top 
executives might be an important determinant of international involvement. 
International assignments are associated with a higher degree of international 
diversification because they provide executives with a first-hand awareness of 
opportunities in overseas markets and, in addition, help executives to reduce the anxiety 
and complexity associated with operating under conditions of greater uncertainty. 
Finally, while on international assignments, managers may make contacts that will be 
useful in facilitating future international ventures (Adler and Kwon 2002). So, managers 
with greater international experience, possess more international contacts and are more 
aware of international opportunities, reason which they should favor more relational or 
mimetic approaches. 
Hypothesis 4: TMT International experience influences the firm’s IMS decision 
directly 
Hypothesis 4a: TMT International experience positively influences the firm’s IMS 
decision directly, towards Relational and Mimetic approaches 
 
Tenure of internationalization stands for the number of internationalization 
processes a team has managed. The greater the experience of the team in managing 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 50 
 
certain type of processes, the more established routine information sources become, the 
more set habits and the more reliance on past experience (Finkelstein, Hambrick et al. 
1996). Also, by managing and studying various internationalization projects teams can 
become aware of more foreign opportunities, can develop a greater set on international 
contacts, are better capable of assessing a firm’s requirements and adequate entry modes 
in foreign markets, etc. Summarizing, they could act more based on experience and 
instinct rather than palpable information and for this reason this variable can be 
connected to the relational approaches, or even non-systematic. 
Hypothesis 5: TMT Tenure of internationalization influences the firm’s IMS 
decision directly 
Hypothesis 5a: TMT Tenure of internationalization positively influences the 
firm’s IMS decision directly, towards Relational and Mimetic approaches 
 
Other than measuring all this factors for the team through their averaged values, it 
is also critical to remind that this process can be misleading. The spread between the 
lowest and highest value of certain characteristics could also have an influence in the 
outcomes (Zenger and Lawrence 1989), specially due to subgroup formations and team 
interaction within the TMT (Pfeffer 1985). Demographic heterogeneity has an impact in 
group dynamics and can be correlated to how rich debate and interaction between group 
members can be. Therefore, it falls into the group of contextual variables concerning 
leadership contingencies which regard the dominant coalition’s internal dynamics. 
Studies towards this set of circumstances usually point relationship dynamics, structure 
and interactions within the top management teams as factors capable of moderating firm 
outcomes (Carpenter, Geletkanycz et al. 2004). Demographic heterogeneity of a team’s 
characteristics is an indicator for the array of perspectives available in a decision-
making process, through the diversity of a team’s view points and comprehensiveness in 
the decision-making process and idea debate. According to Hambrick and Mason 
(1984) a heterogeneous team will gather information from a variety of sources and have 
diverse interpretations and perspectives. Through that alternative widening effect, 
Hambrick and Mason (1984) further argued that for any variable that influences a 
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manager’s choice (for instance age, educational level and others mentioned), the range 
of the group’s field on that variable also influences strategic choice. 
Homogeneous groups on the contrary, relate to conformity and lack of openness 
to information. Diversity of age is expected to increase the variety of perspectives on 
strategic issues facing a firm, thus stimulating the consideration of different solutions 
and willingness to take risks (Richard and Shelor 2002). Functional background, 
educational background, and tenure of executives are highly job-related attributes, 
whereas age and gender are low in job-relatedness (Pelled, Eisenhardt et al. 1999). If the 
heterogeneity is high with respect to highly job-related attributes, those attributes 
exhibit stronger relationship with strategic choices. Rivas (2012) found evidence that 
lower age, higher tenure and functional background diversity of the TMT were all 
associated with firm internationalization. Top management teams with greater diversity 
of age, tenure, education or functional background may possess a more diverse set of 
values, experiences and beliefs, as also a greater network of international contacts. 
Firms with greater social capital will have a variety of information sources that can 
facilitate the evaluation and selection of the appropriate foreign markets to enter. Hitt, 
Biermant et al. (2001) found that a partner’s knowledge of and relationships with 
important clients added value to the firm by facilitating the firm’s entry into 
international markets. Accordingly, a TMT with greater job-related diversity will have 
more social capital in which to form valuable relationships with important entities in 
foreign markets. A broad base of experience can be effective in reducing some of the 
uncertainty associated with international expansion. It has also been noted that for 
higher levels of heterogeneity, team cohesion can be compromised and the level of 
conflict rises to a point that it can render the team immovable and incapable of taking 
action. So one can advocate that for moderate levels of heterogeneity in each of the 
characteristics the team will benefit from the idea debate and a greater skill set available 
which can create favorable ground for the systematic approach. The team also possesses 
different perspectives, a richer contact network and a good measure of risk tolerance 
which can be more readily associated with the relational approach. Prior research has 
suggested that international alliances provide firms with the flexibility needed to adapt 
to environmental uncertainty occurring in the internationalization process. International 
alliances allow quick entry into and exit from foreign markets without substantial costs 
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(Kogut, 1991). A more diverse TMT should rely more on international alliances that can 
provide flexible options for effectively managing the uncertainty associated with the 
internationalization process. In higher diversity levels conflict, communication 
breakdowns and increased coordination costs can delay the partner selection and 
contract development process and lead to the partnership not being formed. Therefore: 
Hypothesis 6: TMT Heterogeneity affects firm’s TMT influence in the IMS 
decision  
Hypothesis 6a: TMT Age Heterogeneity affects firm’s TMT influence in the IMS 
decision 
Hypothesis 6b: TMT Gender Heterogeneity affects firm’s TMT influence in the 
IMS decision 
Hypothesis 6c: TMT Functional Background Heterogeneity affects firm’s TMT 
influence in the IMS decision 
Hypothesis 6d: TMT Education Level Heterogeneity affects firm’s TMT influence 
the IMS decision 
 
Group size is likely to influence measures of demographic heterogeneity, since 
large groups have more potential for dissimilarity. In a small group, the addition of one 
person can increase team heterogeneity substantially (Bantel and Jackson 1989). As the 
number of members on a top management team increases, structural elaboration is also 
expected to increase, diluting said effect. Therefore this variable has an influence in the 
TMT group dynamics. Karagozoglu and Lindell (1998) also found that lack of 
international managerial experience and lack of know-how for obtaining relevant 
information about potential international markets were common in smaller firms, 
associated with smaller TMT groups and high levels of power centered in the CEO.  
Hypothesis 7: TMT Group Size affects firm’s TMT influence in the IMS decision 
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As Carpenter (2002) noted, the idiosyncratic nature of each firm's strategy and 
social structure of the TMT should be accounted as management/outcome relationships 
are typically contingent, and therefore likely to be affected by a top team's situation. 
Group dynamics and intra group power discrepancies for instance, could mold how the 
TMT affects the outcome. One such variable capable of affecting TMT group dynamic 
and interactions is leader personality (Peterson, Smith et al. 2003). Managers with 
greater cognitive complexity and higher levels of aspiration have greater managerial 
discretion within the group. Additionally, CEOs have a great deal of discretion over 
issues like staffing their immediate team of direct reports and establishing how those 
people will interact with each other (Hambrick and Finkelstein 1987) which could mold 
future TMT relations. As the CEO controls the interactions, the level of informational 
sharing and debate within the TMT, as well as the management team composition, the 
personality of the leader could decisively affect strategic outcomes such as international 
market selection. Moreover, especially in small TMT groups, there could be power 
discrepancies between the CEO, who is the ultimate decider, and the remaining group 
(Finkelstein 1992) leading to exacerbated influence and power over outcomes when 
compared with the other members. In the Portuguese case reality, this could have even 
more significance because its entrepreneurial tissue is strongly dominated by SME’s 
(Instituto Nacional de Estatística 2016), where TMT is usually circumscribed to a small 
group of individuals. Therefore, when evaluating a TMT strategic outcome as 
International Market Selection, it makes sense to distinguish the CEO from the team as 
a unit of analysis on its own, capable of influence the relation between TMT and IMS, 
since averaging out its traits with the rest of the group could mask leadership 
contingency effects. 
 Hypothesis 8: CEO affects the firm’s TMT influence in the IMS decision 
Regarding IMS specifically, there are some personal characteristics which could 
be more intrinsically connected to the choice of method. As exposed, TMT traits will be 
measured indirectly through their demographic attributes, since applying psychographic 
testing to a whole team could prove overwhelming and time consuming, strongly 
discouraging manager cooperation in this study. Even more, it could prove 
methodologically problematic to correctly average out psychographic characteristics 
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within a team. By evaluating the CEO individually, these constraints can be tackled 
through the usage of well know and tested psychological scales, allowing for 
psychographic variable testing, which adds to the richness and explaining value of the 
study.  
The CEO network degree of internationalization determines the range and 
richness of the CEO’s foreign social network through the variety of nationalities it 
comprises, from where he could draw information and become aware of foreign 
opportunities (Ancona and Caldwell 1992). Also, the proximity of the CEO with foreign 
markets might have an influence by diminishing the psychological gap between the 
firm’s home country and the targeted one (Brewer 2007), and therefore the uncertainty 
and risk associated with some IMS methods. That being so, a CEO with a greater 
number of contacts could favor a more relational approach towards IMS. Another CEO 
psychographic attribute which could influence IMS selection is proactivity. Proactivity 
could be described as the awareness to act in order to answer future situations and 
threats, which could be correlated with how the CEO acts upon competition (Lumpkin 
and Erdogan 1999). One can expect more proactive CEOs are less likely to follow a 
mimetic approach to market, since they prefer leading than trailing competition. Other 
two interconnected psychographic variables are risk aversion and tolerance for 
ambiguity. CEO risk propensity is expected to be related to the risk-taking level of the 
entrepreneurial firm itself (Lumpkin and Erdogan 1999). The ability to tolerate 
ambiguous situations is also positively related to the risk-taking style of the 
organization leading less tolerant CEO’s to select less risky alternatives (Lumpkin and 
Erdogan 1999). So it is to be expected that more risk tolerant and more ambiguity 
tolerant CEOs influence TMTs towards more casual and less informational complex 
IMS methods, such as the relational or mimetic approach. In opposite direction, the less 
adventurous the CEO the more normative and more studied the approach should be, 
fitting in systematic approach scenarios. Another psychographic construct designed for 
more practical testing, which encompasses several psychological attributes into one, 
more easily testable variable, is CEO’s Core Self Evaluation (CSE) (Hiller and 
Hambrick 2005). CSE is a dispositional trait that defines how CEO’s evaluate 
themselves and their relationship with the environment and is determined by the 
juxtaposition of other deep level personality traits such as self-esteem, self-efficacy, 
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locus of control or emotional stability (Hiller and Hambrick 2005). It has been 
established that executives with high CSE evaluation believe they possess valuable 
personal insights or understanding of their strategic situations and available alternatives, 
such that they will not feel the need to exhaustively gather, analyze, and discuss data 
and are therefore not inclined toward decision comprehensiveness (Hiller and Hambrick 
2005). High CSE executives will form their strategic conclusions based on less 
information than will moderate-CSE executives. Therefore, CEO’s with a high self-
evaluation score could influence teams towards more emergent and less informationally 
complex approaches, such as a relational approach. Therefore: 
Hypothesis 8a: CEO Network Degree of Internationalization affects firm’s TMT 
influence in the IMS decision 
Hypothesis 8b: CEO Proactivity affects firm’s TMT influence in the IMS decision 
Hypothesis 8c: CEO Risk Tolerance affects firm’s TMT influence in the IMS 
decision 
Hypothesis 8d: CEO Tolerance for Ambiguity affects firm’s TMT influence in the 
IMS decision 
Hypothesis 8e: CEO Core Self Evaluation affects firm’s TMT influence in the 
IMS decision 
 
Apart from the CEO influence in TMT dynamics, it is also of central importance 
to test the group’s internal dynamics, structure and interactions, in order to validate the 
TMT as a meaningful unit of analysis (Hambrick 2007). The concept of Behavioral 
Integration can be defined as the degree to which a TMT engages in mutual and 
collective interaction, sharing information, resources and decisions (Hambrick 2007), or 
in other words, the degree to which strategic decisions are a product of a group 
collective process or an array of individual efforts. Behavioral integration has been 
linked positively to the CEO’s own collectivist orientation and tenure, and negatively 
related to TMT size and several types of TMT diversity (Lubatkin, Simsek et al. 2006). 
Hambrick, Nadler et al. (1997) concluded that behavioral integration enables the TMT 
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to combine knowledge through conflict and debate, and generate various insights, 
allowing better integrated teams to respond superiorly to market needs, create a greater 
span of core competencies, and to develop global strategies. The degree of interaction 
between the management members can be measured through their degree of interaction, 
which is indirectly connected to their demographic traits. So, TMT composition 
(measured through its demographic traits) affects the way it functions as a group and 
that team’s group behavior affects the quality of the strategic decision. Towards IMS 
specifically, more cooperative teams are capable of sharing more information and 
tackling more informational complex processes and elaborate intricate strategies. This 
could be favorable with the systematic approach in IMS. 
Hypothesis 9: TMT Characteristics influences Behavioral Integration directly 
Hypothesis 10: Behavioral Integration influences the IMS decision directly 
Managerial effects are proved to be dependent on contextual variables which can 
limit the level of the managers’ discretion, indicating the degree to which managers are 
capable of influencing firm outcomes. Discretion exists when there are low boundaries 
to managerial action and when means-ends ambiguity is high, allowing for multiple 
alternatives. For example, firms in different industries face unique external 
environmental conditions as well as internal (e.g., technological) contingencies. There is 
general consensus that environmental characteristics, particularly those that represent 
uncertainty for the firm and its managers, will have implications for the Upper Echelons 
model (Carpenter, Geletkanycz et al. 2004). From these, organizational size, age and 
industry sector present great influence in firm outcomes. Large organizations have more 
financial slack (allowing room for failure or time consuming methods), improved 
research capabilities, product development experience, broader marketing skills, and 
other characteristics which could favor more resource onerous selection methods 
(Damanpour 1992). Older organizations tend to exhibit higher mean performance, 
greater reliability in their performance and higher levels of inertia in their behaviors 
(Levinthal 1991). Slevin and Covin (1997) noted, there is a significant correlation 
between the emergent-to-planned strategy scale and firm age, implying that larger and 
older firms are more likely to follow planned strategies. Van Hoorn (1979) found that 
SME, when compared with multinational enterprises, typically have poorly developed 
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administrative policies and procedures, and a tendency towards making opportunistic 
rather than systematic strategic decisions. So, older and larger firms might be more 
inclined into following a systematic approach due to their established procedures and 
organizational norms, rather than allowing the TMT discretion of choice. Industry type 
also adds to the degree of managerial discretion through regulation level, growth rate, 
degree of internationalization, technology level, etc. Regulation demands are 
significantly different for product or service exports, so as the process costs it could be 
expected that firms in primary and secondary sectors to be more cautions, and deploy 
more systematic or non-systematic approaches while as tertiary industry could favor a 
more emergent and interchangeable approach such as the relational IMS. 
 
Hypothesis 11: Organizational Age affects firm’s TMT influence in the IMS 
decision 
Hypothesis 12: Organizational Size affects firm’s TMT influence in the IMS 
decision 
Hypothesis 13: Industry sector affects firm’s TMT influence in the IMS decision 
 
All these variables constitute the model portrayed in Figure 1, which visually 
demonstrates the connections between the latent variables. As portrayed, our hypothesis 
is that TMT, measured through its demographic characteristics affects IMS method. 
This relationship is affected by contextual variables which influence managerial 
discretion or group dynamics such as the CEO, TMT composition (size and 
heterogeneity) and organizational contingencies. TMT characteristics also affect the 
group’s behavioral integration, which in turn influences the IMS selection method. 
















Source: own elaboration 
  













































The theoretical background based on the Upper Echelons’ and International 
Market Selection’s literature review established the basis for the empirical model 
construction and investigation hypothesis formulation. This chapter’s objective is now 
to expose and discuss the methodological guidelines followed in order to carry out the 
empirical investigation. The method chosen to observe the variables in the model was to 
obtain the information from a key informant, such as the CEO, by inviting managers to 
participate in an inquiry. Portuguese exporting companies’ CEOs were inquired about 
their top management team, their personality and international market selection method. 
Survey methodology, data selection, sampling and collection shall be addressed in this 
chapter. Further down, survey construction and structure will also be explained, 
accompanied by the items which represent each of the latent, dependent and 
independent variables in the model. Lastly, the methodological considerations about the 
Structural Equations Model shall be addressed. 
4.1. Objetive 
 
Contrary to most prior Upper Echelons studies, which attempt to establish a 
direct connection between Top Management Team traits and firm performance, this 
investigation’s objective is to comprehend the underlying decision mechanism that 
influences the strategic output and not the firm result per se. The core preposition is to 
provide an answer to Hambrick and Mason (1984) original question which fueled the 
Upper Echelons theory - why do organizations act as they do? In this particular case 
circumscribed to the internationalization process. Linking Top Management Teams’ 
characteristics with firm internationalization performance or results establishes a causal 
description rather than an explanation of why firms attain such outcomes, since the 
internationalization process, as a whole, is an intricate multi-step decision process 
which involves several critical stages, namely International Market Selection and 
Market Entry Mode selection (Koch 2001), which are ultimately crucial to the firm’s 
international performance. By understanding the connection between the team and the 
solution generating method and debate, this study ultimately aims at providing an 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 60 
 
explanation to a team’s propensity of electing a determinate discussion method and its 
ability to generate alternatives and use different information sources towards selecting a 
new international target market.  
The goal is to answer the following question: do top executives’ characteristics 
influence the international market selection method? 
 
4.2. Methodological Considerations 
 
From the outlined model presented in the previous chapter and bearing in mind 
the objective of this study, the Top Management Team (through its demographic traits) 
is elected as the main unit of analysis, although the CEO will also be subject of 
particular evaluation. The first problematic in conceiving an adequate method to 
measure the TMT is its definition.  
 The top team construct and team membership are often identified using the 
measurement heuristic of senior hierarchical level, as indicated by title or position, since 
individuals at higher levels are expected to have greater influence on decisions that are 
strategic in nature (Carpenter, Geletkanycz et al. 2004). Other approaches can also be 
taken into consideration, which consist of identifying which players are involved and 
why rather than assuming hierarchical positions. For instance, to select a management 
team for study, scholars frequently use key informants like the CEOs, asking them to 
identify the contingent of top management team members most likely to be involved 
with the decision process (Bantel and Jackson 1989). At a practical level “…the 
empirical definition of top management teams varies considerably more than does its 
conceptual definition”. (Carpenter, Geletkanycz et al. 2004, pg.753) This happens for 
most empirical definitions of top management team reflect convenient sampling. Other 
concerns were voiced towards the definition of the top management team. Although not 
disputing the advantages of studying top executives as an aggregate (or a team), 
mounting evidence has suggested that by doing so, important individual effects can be 
overlooked or mask team effects for given processes and topics of analysis (Jensen and 
Zajac 2004). Therefore, these views defend top teams should not be a universally apt 
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unit of analysis, but instead tailored according to the specific research questions at hand 
when they are indeed the most relevant unit for the research context, as suggested by 
Jackson (1992). Lately, the findings on top team’s behavioral integration led Hambrick 
(2007) to strongly consider the aforementioned focus on restricted sub-team structures 
of the TMT, responsible for precise strategic areas, as a means of improving Upper 
Echelons’ theory reliability on predicting firm outcomes. 
So, in our present study, the CEO was prompted to identify the elements with 
executive duties which are actively involved in the firm’s International Market 
Selection process. To integrate the Top Management Team individuals were required to 
occupy the hierarchic position of Vice President or superior (such as the CEO, COO, 
CFO, etc), or to be one of those individuals’ immediate successor, as long as they were 
actively involved in the IMS decision process. The CEO himself is considered a 
member of the TMT. This approach meets Hambrick (2007) demands of tailoring the 
TMT to the specific research question in order to improve reliability, and will be used 
henceforth as the Top Management Team definition in this study.  
To measure the selected variables, a quantitative methodology was elected, with a 
non-documental indirect observation technique of the questionnaire through online 
survey. Advantages assured by this method are numerous: they reach more participants 
in a shorter period of time, with a higher probability of attained the desired number of 
answers for the sample. Survey links are easy to share, and the survey cost is low and 
inferior to all other methodological alternatives (Malhotra 2008). 
The study measures International Market Selection methods so it must be 
ensured that the subjects being questioned have prior experience and are knowledgeable 
on the topic, and also capable of understanding and applying these methodologies in a 
regular basis. In order to do so, the target population defined for the analysis is the 
Portuguese exporting companies. Companies that currently possess an exporting profile 
possess teams that tackle similar problems frequently, and have at some point in time 
recurred to IMS. As several contextual effects are being controlled through the study 
variables, there were no additional restrictions to which companies could answer the 
inquiry. 
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In order to respect the aforementioned TMT definition criteria and 
simultaneously measure the psychographic constructs of the CEO, the online survey 
was designed to be answered by CEO’s only or their equivalent (administrator, 
associate manager, proprietary, director, manager, etc) in case such hierarchical 
distinction didn’t exist within the firm. 
4.3. Survey 
 
The online survey was lodged in online platform http://www.limeservice.com. 
Survey invitation was sent by email to the AICEP (Agência para o Investimento e 
Comércio Externo de Portugal) database of exporting Portuguese companies. In the 
introductory survey text (available in Appendix) the scope and objective of the study 
was referred, and also some brief instructions destined to the inquired subject, such as 
the TMT definition. A short introductory note explained the concept of the TMT 
definition and stressed that the inquiry could only be answered by the CEO or 
equivalent in hierarchical position within the firm. It also stressed that if companies 
were a part of an economic group, questionnaire should be answered by the head 
company responsible for international decisions. To avoid unwanted responses, within 
the inquiry, the subjects were prompted about their functions within the firm. If the 
answer was not CEO or a similar executive function, then, an automatic response 
thanked the participant and asked the inquiry to be redirected to someone which 
matched the desired profile, terminating the survey at that point. All questions in the 
questionnaire were of mandatory answer, in order to force total completion and 
therefore, a valid inquiry. The questionnaire (which can be consulted in the appendix 
section) is composed of 67 questions which can be divided into five main sub-groups:  
Table 2 - Questionnaire structure. 
Questions Sub-group 
1 through 7 Company characterization and CEO validation 
8 through 26 International Market Selection method 
27 through 52 CEO personality 
53 through 59 TMT Composition and demography 
60 through 67 TMT Behavioral Integration 
Source: own elaboration 
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Following the logic structure of the questionnaire described in the previous table, 
it is now important to distinguish which questions were intended to measure each of the 
model’s variables and how, namely, the type of questions, how they relate with the 
variable and the type of scale used. Most questions in the sub-group company 
characterization (1 through 7), were multi-choice or numerical entry questions related 
with specific intervals required for categorizing the subsequent variables. TMT 
composition sub-group (questions 53 through 59) also followed the same logic. 
Regarding the reminder of the inquiry, seven point Likert scales were used to assess the 
level of agreeability of the CEO with the different topics. Several items can be used in a 
Likert scale, as there is no optimal quantity of categories although seven-point scales 
have been shown to reach the upper limits of the scale’s reliability. Adding more 
categories adds to the scale’s complexity, and the gain in reliability and detail might not 
be matched due to the raters’ limited powers of discrimination (Matell and Jacoby 
1971). 
Organizational Age was measured through question 1 by inquiring the company’s 
date of foundation and calculating the number of years of activity by difference. A brief 
note was added for participants to consider the fusion or merger date in case their 
company was a result of such process. 
Table 3 - Organizational Age questionnaire item 
Number Question Type Source 
1 
Indicate your company’s foundation year. 
(In case it is the result of a merger, please 
indicate the merger year) 
Numerical Entry - 
Source: own elaboration 
Organizational Size was measured through questions 2 and 3 according to 
business volume or number of employees criteria, by prompting participants directly 
which interval best fits their firm’s current situation. Choice items were made to match 
the Portuguese definition of SME (Small and Medium Enterprise) as depicted in 
Decreto Lei nº. 372/2007 in Diário da República, of November 6
th
. Small and Medium 
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enterprises can be defined by business volume or number of employees according to 
these parameters: 
Table 4 - Portuguese SME definition 
Dimension Number of Employees 
Annual Business Volume or 
Business-sheet total 
SME Less than 250 
50 million € or less business 
volume or 43 million € or less 
business sheet total  
Micro Less than 10 
2 million € or less business 
volume 
Small Less than 50 
10 million € or less business 
volume 
Medium 
All other not fitting the category of Micro or Small 
Enterprises and bellow the SME limit 
Source: Decreto Lei nº. 372/2007, November 6
th
 in Diário da República 
According to the table above, in question 2 the following intervals were 
selectable for as an answer for business volume: 
a) Inferior 1 million; b) 1 million – 1,99 millions; c) 2 million – 2,99 millions; d) 
10 million – 49,99 millions; e) 50 million – 99,99 millions; f) 100 million – 999.99 
millions; g) Superior to 1000 millions 
In question 3, the multiple choice item were the following: 
 a) Inferior to 10; b) 10 - 19; c) 20 - 49; d) 50 - 99; e) 99 - 249; f) 250 - 500; g) 
Superior to 500 
Table 5 - Organization Size questionnaire items 
Number Question Type Source 
2 
To which interval belongs your company’s 
last exercise business volume? (millions) 
Multiple Choice 
Item (7 items) 
- 
3 
How many effective workers does your 
company employ? 
Multiple Choice 
Item (7 items) 
- 
Source: own elaboration 
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Question 4 asks the percentage of foreign sales over total sales to assess 
companies’ dependency level on exports and also to confirm respondents belong to an 
exporting company. Multiple choice items were separated by equidistant intervals 
(when possible) and divided in the following manner: 
a) Inferior to 15%; b) 16% - 30%; c) 31% - 45%; d) 46% - 60%; e) 61% - 75%; f) 
76% - 90%; g) Superior to 90% 
Table 6 - Foreign Sales questionnaire item 
Number Question Type Source 
4 
Which percentage foreign sales represent in 
your company’s total sales? 
Multiple Choice 
Item (7 items) 
- 
Source: own elaboration 
Industry Sector is evaluated through questions 5 and 6. Question 5 directly asks 
the user through a multi choice closed option if their company belongs to primary, 
secondary or tertiary sector of activity, so that companies could be divided in two 
groups: service (tertiary) or goods (primary and secondary) exporters. Their economic 
activity code or activity description was inquired through an open response in question 
6. Due to the inherent differences in exporting goods or services, such as product 
market adaptation, regulations, tighter specifications, financing opportunities or 
incentive policies (Simões 2010), this variable was envisioned to evaluate the effects 
between these two exporting groups. 
 
Table 7 - Industry Sector questionnaire items 
Number Question Type Source 
5 
To which industry sector does your 
company belong? 
Multiple Choice 
Item (3 items) 
- 
6 
Which is your company’s activity sector? 
Indicate your activity code if possible 
Free text entry - 
Source: own elaboration 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 66 
 
Question 7 demanded the respondents to indicate the role within the company 
through a forced 2 point item choice. If the answer was not CEO or any equivalent 
function with executive powers the inquiry would be terminated at this point. If the 
answer was positive, it was asked to better describe the title or functions of the 
respondent’s position within the company. 
Table 8 - Respondent Function questionnaire item 
Number Question Type Source 
7 
Is your position CEO or equivalent with 
executive and decision power over 
International Market Selection? If yes, 




Source: own elaboration 
 
The model’s dependent variable, International Market Selection, can be 
subdivided into four latent variables (Systematic, Non-Systematic, Relational, and 
Mimetic). Latent variables are directly unobserved variables, which can be comprised 
by a several number of indicators, each of which are observable variables and represent 
a dimension of the latent (or unobserved) construct (Lowry and Gaskin 2014). For all 
these variables 7 point Likert scales were used to assess the level of agreeableness 
CEO’ have towards the type of approach described in the sentence. The Likert scale was 
presented as follows: 
a) Strongly disagree; b) Disagree; c) Somewhat disagree; d) Neutral; e) Somewhat 
agree; f) Agree; f) Strongly agree 
Based in literature review and when possible, some latent constructs in the model 
were inserted in the survey based on previously tested and validated scales. These scales 
were translated to the Portuguese language in the most reliable and rigorous manner, to 
avoid skew of original context and meaning, and, so that those scales could be easily 
understandable by all participants, disregarding their linguistic proficiencies. Systematic 
Market Selection will be measured using a construct proposed by (Brouthers and Nakos 
2005) comprised by 8 questions. All questions were answered with Likert scales which 
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measure the agreeableness of managers with the sentences describing the Systematic 
approach. As a methodological simplification, in order to maintain the questionnaire 
length to a minimum to encourage managers’ participation in the study, the Non-
systematic approach was defined as the contrary of the systematic approach due to their 
dichotomic differences. As exposed in Table 1, systematic approach is an objective, 
planned, informationally complex and normative approach to IMS whereas the Non-
Systematic approach is more subjective as is based on psychic distance, emergent, uses 
very little to zero information sources and is much more descriptive than normative 
(Andersen and Buvik 2002). So, questionnaire’s high agreeableness scores in questions 
8 through 16 indicate a more Systematic approach, while low scores indicate 
companies’ favor a Non-Systematic approach. Questions 8 and 11 have inverted scales, 
or in other words, high levels of agreeableness in these questions means a tendency 
towards non-systematic approach, inversely to the remaining questions. Question 16 
was added to the scale and inquires if respondents chose their international markets 
based on psychic distance, disregarding other relevant market factors. This aligns with 
Johanson and Vahlne (1977) Uppsala Model, which configures a non-systematic 
approach. This question’s scale is also inverted. The IMS sub-groups were preceded by 
a small text indicating managers to answer the questions according to their company’s 
internationalization procedures. 
Table 9 - Systematic IMS questionnaire items 
Number Question Type Source 
8 
The management team selects international 







Market research activities to select 
international markets are very systematic and 






Before entering international markets, the 
company visits the countries on fact finding 
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11 
The internationalization process is triggered 








The company searches about product related 
activities in international markets by reading 
articles in national or international 






The company establishes specific criteria for 
each product in order to determine if an 






The company develops considerable effort in 






The company uses statistical publications as 







The company choses countries whose 
culture, language, or values are more 






Source: own elaboration 
To the author’s knowledge, at the present time of this study, there is no literature 
containing validated and tested scales to measure the level of agreeableness with 
Relational or Mimetic approach, and so these constructs must be created and validated. 
A group of 5 question (17 through 21) was conceived to measure the aspects related 
with the relational approach according to the propositions posited by Andersen and 
Buvik (2002), and specially measure their degree of preference in relation to the other 
IMS alternatives. As depicted by Andersen and Buvik (2002) all questions demand if 
companies internationalize by prioritizing opportunities presented by their network of 
contacts with trustful and similar international partners, and initiate their activity 
through strategic cooperation or alliances, disregarding the target markets’ country. 
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Question 20 is inverted. As this scale has not yet been tested, the scale’s reliability must 
be evaluated and according adjustments must be made by removing or modifying items. 
Table 10 - Relational IMS questionnaire items 
Number Question Type Source 
17 
In the internationalization process the 
company seeks opportunities through its 
network of international contacts, 
independently from their country of origin 
Likert Scale 
(7 items)  
Own elaboration 
18 
The company internationalizes by 
establishing strategic alliances with 
international partners, with whom it 





The company establishes a comparison 
between several international partners and 
elects the most attractive to establish 





First the company chooses the country of 
destination and only then it evaluates the 
possibility of strategic alliances with other 






The company prefers to establish 
international strategic alliances instead of 




Source: own elaboration 
Group questions ranging from 22 to 26 are designed to capture agreeableness 
with the Mimetic approach. Like the previous construct, there is no validated construct 
for the Mimetic approach in the literature, and so a new construct must be created and 
validated, according to the same procedures. The five variables were designed to 
capture Mimetic behavior, whether for rivalry reason or informational reasons 
(frequency, trait or outcome) (Haunschild and Miner 1997). Question 22 captures 
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frequency based mimetic behavior, in which companies imitate each other by sheer 
pressure, when they observe large numbers of companies are implementing a 
determinate practice or decision (Haunschild and Miner 1997). Questions 23 and 24 
assess if companies move based on rivalry reasons in order to maintain competitive 
parity and market dominance (Lieberman and Asaba 2006). Question 24 is inverted, 
meaning high agreeableness signifies a tendency away from Mimetic approach. 
Question 25 was created to evaluate herding behavior caused by the selective process of 
trait imitation. This type of imitation occurs when companies imitate other companies 
which they view as role models (Haunschild and Miner 1997). Finally, outcome based 
mimetic behaviors occur when companies imitate each other’s practices only after 
realizing they generate successful outcomes, as question 26 suggests. 
Table 11 - Mimetic IMS questionnaire items 
Number Question Type Source 
22 
The company expands to international 
markets after observing the presence of 
many foreign companies there 
Likert Scale 
(7 items)  
Own elaboration 
23 
The company expands to international 





The companies seeks international markets 
to expand independently of same sector 






The company expands to international 






The company selects international markets 





Source: own elaboration 
The following subset of questions in the inquiry addresses the CEO personality 
analysis. Prior to this group, respondents were displayed an introductory note alerting 
them to the fact that “the following questions are about your personality and aim to 
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understand your personal perception of each one of the following sentences, 
independently of your current company’s modus operandi.”  
Questions 27 through 30 are intended to measure CEO’s proactiveness. 
Proactiveness is related to risk taking propensity and a “beat the competition” attitude 
(Covin and Wales 2012) which could be correlated with an aversion to the Mimetic 
IMS method, as hypothesized earlier. A similar construct was envisioned by Covin and 
Slevin (1989) when measuring the Entrepreneurial Orientation of the CEO, and so, its 
validated and tested scale fits the latent variable this study aims to capture. Question 29 
is inverted. 
Table 12 - CEO Proactivity questionnaire items 
Number Question Type Source 
27 
I normally react to actions initiated by 
competitors 
Likert Scale 
(7 items)  
Covin and Slevin 
(1989) 
28 
I seek to be the first amongst the 




Covin and Slevin 
(1989) 
29 
I prefer to avoid confrontation with the 
competition adopting an attitude of “live 




Covin and Slevin 
(1989) 
30 
I prefer to a adapt a competitive attitude, 
assuming a “undo the competitors” posture 
Likert Scale 
(7 items) 
Covin and Slevin 
(1989) 
Source: own elaboration 
 
In the same study Covin and Slevin (1989) also developed a risk tolerance 
construct. Questions 31 through 35 replicate the scale used in this study. Questions 33 
and 34 are inverted.   
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Table 13 - CEO Risk Tolerance questionnaire items 
Number Question Type Source 
31 
I generally prefer high risk projects (with 
high return probability) 
Likert Scale 
(7 items)  
Covin and Slevin 
(1989) 
32 
Owing to the nature of the environment, 
bold, wide-ranging acts are necessary to 
achieve the firm’s objectives 
Likert Scale 
(7 items) 
Covin and Slevin 
(1989) 
33 
Owing to the nature of the environment, it 





Covin and Slevin 
(1989) 
34 
When confronted with decision-making 
situations involving uncertainty, I typically 
adopt a cautious, “wait-and-see” posture in 
order to minimize the probability of 




Covin and Slevin 
(1989) 
35 
When confronted with decision-making 
situations involving uncertainty, I typically 
adopt a bold, aggressive posture in order to 




Covin and Slevin 
(1989) 
Source: own elaboration 
 
As Gupta and Govindarajan (1984) noted, strategy implementations under 
conditions of uncertainty (such as IMS) require a greater tolerance for risk and 
ambiguity. They developed an adapted 4-point construct to measure tolerance for 
ambiguity in their study for study the management’s personality, which can be adapted 
to our study. Questions 36 through 39 replicate the constructed design by (Gupta and 
Govindarajan 1984). Question 39 is inverted. 
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Table 14- CEO Tolerance Ambiguity questionnaire items 
Number Question Type Source 
36 
I believe life is more interesting when its 
unpredictable, under fast changing 
conditions 
Likert Scale 





I believe adventurous and exploring people 








When preparing for the holidays I think 
people should not plan ahead if they 








Doing the same things, in the same places, 








Source: own elaboration 
 
Recognizing the CEO’s impact in strategic decision making Hiller and Hambrick 
(2005) created a construct designed to be more practical for the measurement of certain 
CEO personality traits which were previously correlated to strategic outcomes. Their 
construct, CSE (Core Self Evaluation), was conceived as a juxtaposition of several deep 
level personality traits such as self-esteem, self-efficacy, locus of control and emotional 
stability and is designed to capture how the CEOs evaluate themselves and their 
relationship with the environment. Questionnaire items 40 to 51 replicate the scale 
tested and validated by Hiller and Hambrick (2005) in their study. Questions 41, 43, 45, 
47, 49 and 51 are inverted. 
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Table 15 - CSE questionnaire items 
Number Question Type Source 
40 I have the success I deserve 
Likert Scale 
(7 items)  
Hiller and 
Hambrick (2005) 






42 When I try, I generally succeed Likert Scale 
(7 items)  
Hiller and 
Hambrick (2005) 






44 I usually complete my tasks successfully 
Likert Scale 











46 Overall, I am pleased with myself 
Likert Scale 
(7 items)  
Hiller and 
Hambrick (2005) 







I determine what will happen and the 
outcomes of my life 
Likert Scale 




I feel I am not in control over the success 







I capable of coping with most of my 
problems 
Likert Scale 
(7 items)  
Hiller and 
Hambrick (2005) 
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51 







Source: own elaboration 
CEO’s network degree of internationalization was measured through question 52. 
The idea was to assess the CEO’s social network richness in terms of diversity of 
foreign contacts. The correct way of evaluating this information was to inquire the 
number of different nationalities in the CEO’s social network although it is not expected 
that any individual has that information present by heart at the moment of the inquiry. 
Therefore, that type of question could add to the complexity of the survey and provide 
unreliable answers, thus a Likert scale was used to determine this variable. 
Table 16 - CEO Network Degree of Internationalization questionnaire item 
Number Question Type Source 
52 
I possess a network of personal and 
business contacts with people from many 
different countries 
Likert Scale 
 (7 items) 
- 
Source: own elaboration 
The following sub-group of questions in the survey is destined to capture the 
TMT’s demographic composition. Prior to answering these questions survey 
participants were displayed a text explaining the definition of TMT used for this study 
and which elements should be considered a part of the group. The CEO was required to 
include himself as a part of the TMT. The TMT Size was evaluated through question 53 
which allowed a free numerical entry. 
Table 17 - TMT Size questionnaire item 
Number Question Type Source 
53 
How many members compose your Top 
Management Team responsible for 
International Market Selection? 
Numerical Entry - 
Source: own elaboration 
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Question 54 measures TMT gender diversity. For each member of the TMT, 
participants were required to input a double choice item between Masculine or 
Feminine. 
Table 18 - TMT Gender questionnaire item 
Number Question Type Source 
54 
Indicate the gender of the members that 
compose your Top Management Team 





Source: own elaboration 
 
Similarly, question 55 measures TMT Age. For each element of the group, 
participants were required to insert their age. 
 
Table 19 - TMT Age questionnaire item 
Number Question Type Source 
55 
Indicate the age of the members that 
compose your Top Management Team 
responsible for International Market 
Selection? 
Numerical Entry - 
Source: own elaboration 
 
Question 56 captures TMT Tenure of Internationalization, which, as stated, will 
be measured by the degree of experience managers’ possess in managing this type of 
strategic action. This can be accounted by questioning the number of processes 
previously managed by the team. 
 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 77 
 
Table 20 - TMT Tenure of Internationalization questionnaire item 
Number Question Type Source 
56 
Indicate the in how many 
internationalization processes the members 
that compose your Top Management Team 
responsible for International Market 
Selection were involved? 
Numerical Entry - 
Source: own elaboration 
Question 57 assesses TMT Educational Level which can be directly observed by 
the academic degree individuals’ have obtained. For this purpose, a multi choice item 
was conceived for each element in which the participants were required to choose 
between one of the following levels
4
: 
a) First Cycle (4
th
 grade); b) Second Cycle (6
th
 grade); c) Third Cycle (9
th
 grade); 
d) High School (12
th
 grade); e) Graduate; f) Master; g) Doctorate 
Table 21 - TMT Educational Level questionnaire item 
Number Question Type Source 
57 
Indicate the academic degree of the 
members that compose your Top 
Management Team responsible for 




Source: own elaboration 
TMT Functional Background will be determined by following Herrmann and 
Datta (2006) methodology. Functions will be separated into throughput and output 
categories and a dummy variable will be attributed to evaluate its effect. For each of the 
team’s element the CEO was required to input one of the following multiple choice 
item: a) Production or Operations; b) Finances or Accountancy; c) Data Processing or 
Information Systems; d) Marketing and Sales; e)Product Development; f) Process 
Development; g) Other (Related with product or market); h) Other (related with 
process) 
                                                          
4
 The group categories for this question match the Portuguese education system levels.  
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Throughput categories are choices a), b), c), f) and h). The remainder categories 
represent Output functions. 
Table 22 - TMT Functional Background questionnaire item 
Number Question Type Source 
58 
Indicate the domain of professional 
expertise of the members that compose 
your Top Management Team responsible 
for International Market Selection. (in 
which they have spent more years 




Source: own elaboration 
 
TMT International Experience shall be evaluated by the amount of time the CEO 
has spent in one of the following contexts: working abroad, international sales 
experience and international education (Hsu, Chen et al. 2013). The CEO’s responding 
the inquiry were asked the cumulative number of years and months each of the TMT 
elements spent in any of these three functions. 
 
Table 23 - TMT International Experience questionnaire item 
Number Question Type Source 
59 
Indicate the cumulative period of time the 
members that compose your Top 
Management Team responsible for 
International Market Selection spent in 
one of the following contexts: working 
abroad, international sales experience 
and international education 
Numerical Entry 
(Hsu, Chen et al. 
2013) 
Source: own elaboration 
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The final subset of questions in the survey intends to measure TMT Behavioral 
Integration. Umans (2012) developed and validated a construct comprised of 8 items 
which successfully captured this latent variable, replicated in questions 60 through 67. 
All the items are 7 point Likert Scales measuring participant’s agreeableness. 
Table 24 - TMT Behavioral Integration questionnaire items 
Number Question Type Source 
60 
The ideas shared amongst our management 
team are of good quality 
Likert Scale 
 (7 items)  
Umans (2012) 
61 
The solutions that our management team 
presents are of good quality 
Likert Scale 
 (7 items)  
Umans (2012) 
62 
The dialogue between our management 
team members produces a high level of 
creativity and innovation 
Likert Scale 
 (7 items)  
Umans (2012) 
63 
When one of the management team 
members is overburden, other members 
frequently volunteer to help 
Likert Scale 
 (7 items)  
Umans (2012) 
64 
The fact that management team members 
are flexible over sharing responsibilities 
makes things easier for them 
Likert Scale 
 (7 items)  
Umans (2012) 
65 
The management team members are 
willing to help each other in complex tasks 
and meeting deadlines 
Likert Scale 
 (7 items)  
Umans (2012) 
66 
The management team members inform 
other elements when their actions might 
interfere with their work 
Likert Scale 
 (7 items)  
Umans (2012) 
67 
The management team members are aware 
of the work problems and necessities of 
other elements 
Likert Scale 
 (7 items)  
Umans (2012) 
Source: own elaboration 
A visual representation of the full model’s constructs, their respective observable 
variables with direct correspondence with the question number in the survey, and the 
relations between them are represented in Figure 2 in the next page.
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Figure 2 - Empirical Model Constructs Visual Representation 
Source: own elaboration 
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4.4. Structural Equations Model 
 
The methodology used in this study was chosen based on relevance and purpose 
towards the defined research questions and the data set. A quantitative methodology 
was elected in order to obtain an explanatory model which allowed the study of TMT’s 
influence in International Market Selection method, according to the Upper Echelons 
perspective. IMS is composed by four different constructs and its relationship with the 
TMT is hypothesized to be moderated and mediated by several other variables, some of 
with are not directly observable. To study these relations, the Structural Equations 
Model was selected as model of analysis. 
The Structural Equations Model is a quantitative method which will be used to 
evaluate the correlations of the proposed model and test the main hypothesis. “Second 
Generation techniques (such as SEM) are statistical methods for modeling causal 
networks of effects simultaneously—rather than in a piecemeal manner” (Lowry and 
Gaskin 2014, p.125). “One of the prime advantages of SEM is the ability to include 
latent (unobserved) variables in causal models. Thus, the researcher may model abstract 
constructs comprised of many indicators (observed variables), each of which is a 
reflection or a dimension of the latent construct. Another key advantage of SEM is that 
it enables the researcher to estimate complete causal networks simultaneously. For 
example, the effect of A –> B and B -> C can be estimated while also estimating the 
effects of and, as well as the indirect effect of A on C through B. In addition, these 
effects can all be estimated across multiple groups” (Lowry and Gaskin 2014, p.125) 
This methodology defines two classes of variables, the observable and the latent. 
The observable, also called manifest or indicator variables, represent the data, and can 
be categorical, ordinal or continuous (Kline 2015). The latent variables in SEM models 
are assumed to be continuous (Kline 2015) and correspond to the factors or constructs 
associated, possessing no self-explanatory value. In other words, the latent variables are 
indirectly measured by sets of observable parameters (Kline 2015) obtained by means 
of survey, tests, or any other data collection methods. So, SEM methodology is useful 
because it distinguishes itself from other statistical techniques by analyzing both the 
observed as latent variables (Kline 2015). 
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Concerning the function of the variables in SEM, these can be classified as 
exogenous (or independent) variables, or as dependent (or endogenous). Independent or 
exogenous variables are those that are not influenced by any other variable in the model, 
because the causes of these variables are outside the model (Marôco 2010). Dependent 
or endogenous variables are explained by variables that are within the model (Marôco 
2010). As the name indicates these variables are dependent, and such dependence can 
be established with an exogenous variable or also with another endogenous variable 
(Hair et al., 2010). According to the authors Lowry and Gaskin (2014), there are several 
advantages in using latent variables. For example, they represent more reliably complex 
theoretical concepts through various items and actions, and thus reduce the margin of 
error in measuring these concepts. Also they account for the possible misinterpretation 
and misunderstanding of the concepts of the respondents, by incorporating measurement 
errors. 
The estimation method of SEM’s parameters can be separated in two different 
categories: Covariance Structure Models (CSM) and Partial Least Square (PLS). CSM 
base models describe variances and covariance of variables while as PLS based models 
focus in error minimization. There are four main differences between these two methods 
regarding the estimation algorithm, the type of models that can be estimated, the type of 
indicators allowed and the statistical tests assumptions. The PLS algorithm uses an 
iterative sequence of generalized least squares, analyzing one latent variable at a time, 
minimizing the residual variance of all dependent variables in the model by applying 
multiple linear regressions to the estimates of the latent variables, unlike CMS, which 
estimates the variance of all observed variables (Marôco 2010). Regarding the type of 
models which can be estimated, CSM allows estimation of both recursive and non-
recursive models, whereas PLS cannot estimate non-recursive models. In non-recursive 
models any variable can be simultaneously cause and effect of another variable, unlike 
recursive models in which no variable is cause and effect of another. Another difference 
between CSM and PLS is tied with the type of supported relations between latent and 
manifest variables. Relations can be formative (latent variables are composed of 
manifest variables, which are positively or negatively correlated and don’t require 
codification in the same conceptual dimension (Marôco 2010)) or reflective (latent 
variables manifest through observable variables and therefore it is assumed that 
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manifest variables, as the manifestation of a latent variable, are codified in the same 
conceptual dimension and positively correlated (Marôco 2010)). CSM only allows 
reflective relations unlike PLS which allows both types. Finally, PLS does not require 
parametric assumptions, dismissing hypothesis over the distribution of observed 
variables. Statistical interferences are conducted via bootstrapping. CSM provides more 
accurate results for large sample sizes in terms of parameter consistency and accuracy 
and is also more suitable for empirical confirmation of theoretically indicated 
relationships (Reinartz, Haenlein et al. 2009). These prepositions align with the 
undergoing study and the sample size meets the CSM criteria and therefore model 
estimates will be calculated through Covariance Structure based modeling. 
 
4.4.1.  Factor Analysis 
 
Factorial analysis is a general linear modeling technique that aims to define the 
structure and relationships between variables in a given analysis (Marôco 2010). Thus, 
it allows to identify and explain the connections between the latent and observed 
variables (Marôco 2010). This analysis can be classified into two types: Exploratory 
Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA). 
The exploratory factor analysis (EFA) is, according to Marôco (2010), a data 
analysis exploratory technique which aims to discover and analyze the structure of a set 
of interrelated variables in order to build a measurement scale for factors (intrinsic) that 
more or less explicitly control the original variables. That is, AFE allows to assign a 
certain value to the constructs or factors that are not directly observable and thus better 
represent all the information (Marôco 2010). The AFE is able to test unrestricted factor 
models (Kline 2015) in which all variables are related to all the factors. In that follow-
up, it is the factor weights that reveal the relative importance of the factors on each 
observable variable (Marôco 2010). It should also be noted that AFE factors derive not 
from theory, but from statistical results (Marôco 2010). The Principal Component 
Analysis (PCA) comes within the AFE as a method of reducing the complexity of data 
(Marôco 2010). This technique transforms a number of correlated variables into a 
smaller set of independent variables called principal components (Marôco 2010). The 
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essential information available in the original variables is maintained, despite being 
summarized and reduced. To carry out this analysis and estimate the common and 
specific factors is necessary to use the measure Kaiser-Meyer-Olkin (KMO) and 
Bartlett's Sphericity test. KMO is a measure of homogeneity of variances (Marôco 
2010), an index used to verify the adequacy of the sample and factor analysis, defining 
which components can be used. According to Malhotra (2008) the adequacy is validated 
by presenting values between 0.5 and 1. With regard to the Bartlett Sphericity test, this 
is a statistical test that examines the presence of correlations between variables and 
therefore aims to support the hypothesis that the study variables are uncorrelated 
(Malhotra 2008). It is also important to note the use of the Varimax rotation method on 
Principal Component Analysis. The goal is to attain a factorial structure in which one 
and only one of the original variables is strongly associated with a single factor, and 
residually associated with other (Marôco 2010). Therefore, the results are simplified and 
permit a better interpretation, hence the relevance of rotation. 
After Exploratory Factor Analysis follows the results confirmation phase, named 
Confirmatory Factor Analysis (CFA). It is a technique that seeks to confirm if the 
number of factors (or constructs) and the results of observed variables attached to them 
conform to what is expected based on theory (Malhotra 2008). Thus, in AFC are 
specified the variables that define each construct, while CFA is revealed as a 
measurement theory confirmatory test (Kline 2015). To achieve this confirmation and to 
realize, in a faithful way, the representation of the constructs by the observed variables, 
it is necessary to evaluate the reliability and validity of the scale (Marôco 2010). The 
most commonly used method is Cronbach's alpha, which measures the reliability and 
internal consistency. However, this method has been exceeded, and therefore other 
alternatives, such as the Construct Reliability (CR), have been assumed. CR is a 
measure of reliability and internal consistency of the measured variables which 
represent a latent construct (Marôco 2010). 
Validity, at this point, intends to estimate if the scale measures the construct that 
should in fact be analyzed (Marôco 2010). There are several types of validity, however, 
this study will only be based on the convergent and discriminant validity. Firstly, the 
convergent validity is demonstrated when the items that constitute the construct have 
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high positive correlation with each other (Marôco 2010). In other words, to what extent 
the scale positively correlates with other measures within the same construct. This type 
of validity can be explained by Construct Reliability (CR) and Average Variance 
Extracted (AVE). AVE is a measure of consistency that shows the average percentage 
of explained variance between items of a construct (Marôco 2010). According to 
Marôco (2010), the convergent validity is observed when the CR is greater than AVE, 
and AVE is greater than 0.5. The discriminant validity assesses whether the items that 
reflect a factor are not correlated with other factors, that is, if they are different (Marôco 
2010). The absence of discriminant validity may signify that a particular latent variable 
is best explained by items that are part of other variables at the expense of the items that 
make up this same variable. This can be visible in the diagonal matrix that displays the 
square root of the AVE. Discriminant validity exists when it is higher than the 
correlations construct under analysis. 
Only after the verification of the prepositions previously exposed it is be possible 
to proceed to the structural model calculation, and consequently, to the data analysis. To 









AMOS 23 were used. 
  




This chapter regards to the analysis of the collected data and results. Firstly, the 
data collection method and sample characteristics shall be addressed. In second place, 
before proceeding to the model analysis, it is necessary to verify the constructs’ validity 
and reliability. Only if the factors prove adequate, it is possible reliably test the model 
and present robust results. 
5.1. Sample 
 
The online survey was lodged in the platform www.limeservice.com, and was 
available for approximately three weeks, from 22
nd
 of August, 2016 to 19
th
 of 
September, 2016. Survey invitation was sent through email to Portuguese exporting 
companies in AICEP’s (Agência para o Investimento e Comércio Externo de Portugal) 
database, with a total of 9293 companies listed. A first email was sent to all companies 
(available in the Appendix section) asking the chosen participants to take the online 
survey and a second reminder email was also sent two weeks later (also available in 
Appendix section), recalling managers who had not yet participated to do so. A total of 
9293 companies were contacted, resulting in a total of 717 replies, from which 226 were 
valid complete answers. 
Out of the sample population (n=226), 21% of the companies had less than 5 
years, 42% were between 5 to 25 years of age, 29% were between 25 and 50 years old 
and the remainder 9% were older than 50 years (Figure 3). Measured by annual business 
volume 61% of the companies attained less than 2 millions, 27% reached values 
between 2 and 10 million, 11% managed 10 to 50 million results and only 4 (2%) 
companies were registered to have over 50 millions (Figure 4). Evaluating only by this 
prerequisite 98% are SME. Evaluating by the number of employees 43% of the 
companies had less than 10, 38% had 10 to 50 employees, 50 to 250 had 17% and only 
1% had over 250 employees (Figure 5). By this criterion 99% of the respondent 
companies are SME. 
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Figure 3 - Organizational Age sample distribution 
Figure 4 - Organizational Size by Business Volume sample distribution 
Figure 5 - Organizational Age by Employee sample distribution 















From the total population of the sample only 9% stems from the primary industry 
sector, whereas 55% labor in the secondary sector and 36% exert activities classified as 
tertiary (Figure 6). 
Figure 6 - Industry Sector sample distribution 
 
Source: own elaboration 
Regarding TMT composition in the sample, the average TMT size is 2.61 (3 
persons). There were a total of 147 female managers (25%) and 444 male managers 
(75%) in a universe of 591 members of TMT (Figure 7). 
 
 













Figure 7 - TMT Gender Sample Distribution 
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Education wise, 35 members (6%) had a preparatory degree (9
th
 grade or less), 
113 achieved the Secondary degree (12
th
 grade) (19%) and the vast majority had a 
University degree (graduate, master or Ph.D.) (75%), as shown in Figure 8. 








Source: own elaboration 
Regarding age, 35% of TMT members were below 40 years of age, 13% were 
above 60 years and the remainder of the population (52%) had an intermediate value. 
The youngest TMT member was 21 years old whereas the oldest member answering the 
survey was 78 years old. 
Figure 9 - TMT Age sample distribution 
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Table 25 displays the average statistics for the considered TMT variables, which 
allow to trace the profile of the average TMT member in the sample. 
Table 25 - Model Dependent Variable Statistics 
   
Estimate S.E. C.R. 
Tage55 
  
45,952 ,548 83,832 
TTeInt56 
  
6,783 ,688 9,866 
TEd57 
  
,823 ,025 32,346 
TFunc58 
  
,511 ,024 21,048 
TIntEx59 
  





 AMOS 23 
From the variable estimates in Table 25 the average member has 46 years of age, 
has managed a total of 7 processes of internationalization, is 80% likely to have a 
superior academic degree and has spent 4 year and 6 months abroad in a professional or 
academic experience (the average team’s total international experience is roughly 12 
years as the table indicates). Regarding Functional background there is 50/50 chance the 
member has performed functions in any of the two defined categories, as the sample is 
well distributed since half has a throughput function background and the other half 
performed mostly output functions in the past.  
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5.2. Construct Validity 
 
In order to test the empirical model, it is first necessary to validate the constructs 
through Factor Analysis. The model is composed of eight latent variables which were 
defined in function of other observable variables, namely: Behavioral integration, CEO 
Tolerance for Ambiguity, CEO Core Self Evaluation, CEO Proactivity, CEO Risk 
Tolerance, and the IMS Systematic, Relational and Mimetic approaches. Descriptive 
statistics for the construct variables can be consulted in Table 58 (appendix). The 
number in the observable variables in Table 58 matches the observable variable’s 
questionnaire item. 
In order to evaluate the internal consistency and reliability of the scale, a factor 
analysis was conducted in these constructs calculating the Cronbach’s Alpha, the 
Construct Reliability (CR) and the Average Variance Extracted (AVE). The following 
table presents the attained values and the original scales. 
Table 26 - Model Constructs Internal Consistency and Validity 
Construct Questionnaire Items Nº Items  CR AVE 
IMS 
Systematic 
8 9 10 11 12 13 14 15 16    8 0.642 0.745 0.354 
IMS 
Relational 
17 18 19 20 21        5 0.436 0.602 0.456 
IMS 
Mimetic 
22 23 24 25 26        5 0.728 0.821 0.498 
CEO 
Proactivity 
27 28 29 30         4 0.407 0.684 0.365 
CEO Risk 
Tolerance 
31 32 33 34 35        5 0.222 0.576 0.359 
CEO Tol. 
Ambiguity 
36 37 38 39         4 0.267 0.518 0.457 
CEO CSE 40 41 42 43 44 45 46 47 48 49 50 51 12 0.817 0.853 0.332 
Behavioral 
integration 
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As previously stated, some authors affirm that if internal consistency is low, the 
variable’s content will be too heterogeneous, and so, the minimum acceptable value of 
Cronbach’s Alpha should be 0.7 (Kline 2015). Other authors such as Cho and Kim 
(2014) have pointed such advised thresholds of alpha are  neither the result of empirical 
research nor the consequence of clear logical reasoning, but derive from a practical 
advice by Nunnally, Bernstein et al. (1967) in their original study, so that researchers 
could have a base guideline to follow. In that same study, Nunnally, Bernstein et al. 
(1967) advocated alpha coefficients of 0.5 or 0.6 could suffice for exploratory research. 
Regarding other validity tests, Marôco (2010) stated the convergent validity is observed 
when the CR is greater than AVE, and AVE is greater than 0.5.  
 
From these range of values we conclude the constructs of IMS Mimetic (although 
it can be improved) and Behavioral Integration are consistent and reliable. All other 
constructs, despite replicating validated and tested scales (due exception to the IMS 
Systematic construct) provided unsatisfactory levels of reliability and must be reworked 
in order to attain the desired threshold of reliability. Low reliability could be due to a 
low number of questions, poor inter-relatedness between items or heterogeneous 
constructs (Kline 2015). To improve reliability some questions can be revised or even 
discarded. In order to do so one method is to compute the correlations of each test item 
with the total score test and discard items with low correlation.  
 
Regarding the IMS Systematic scale, it possesses unsatisfactory alpha and AVE 
values. From the correlation matrix in Table 27 we can examine that the questions 8, 11 
and 16 offer the correlations value closer to zero. 
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IMS Systematic 08 1,000 ,008 ,089 ,133 -,034 ,133 -,075 ,093 ,047 
IMS Systematic 09 ,008 1,000 ,385 ,146 ,272 ,393 ,425 ,507 -,096 
IMS Systematic 10 ,089 ,385 1,000 ,219 ,399 ,401 ,387 ,433 -,336 
IMS Systematic 11 ,133 ,146 ,219 1,000 -,033 ,133 ,074 ,146 -,058 
IMS Systematic 12 -,034 ,272 ,399 -,033 1,000 ,493 ,367 ,355 -,267 
IMS Systematic 13 ,133 ,393 ,401 ,133 ,493 1,000 ,456 ,463 -,155 
IMS Systematic 14 -,075 ,425 ,387 ,074 ,367 ,456 1,000 ,424 -,086 
IMS Systematic 15 ,093 ,507 ,433 ,146 ,355 ,463 ,424 1,000 -,250 





 Statistics 22 
By removing those questionnaire items the scale’s reliability and validity now 
surpass the lower bounds of acceptable threshold, as Table 28 confirms. 
 
Table 28 - IMS Systematic Reliability Tests 
Construct  CR AVE 




The IMS Relational items present the following correlations: 
 
Table 29 - IMS Relational Correlation Matrix 
 REL 17 REL 18 REL 19 REL20 REL 21 
REL 17 1,000 ,362 ,385 -,099 ,158 
REL 18 ,362 1,000 ,567 -,262 ,432 
REL 19 ,385 ,567 1,000 -,404 ,355 
REL20 -,099 -,262 -,404 1,000 -,155 





 Statistics 22 
Through observation of Table 29, item 20 presents a negative correlation with 
other items in the construct and also the closest values to zero. Removing said item adds 
to the reliability and validity of the scale to acceptable values as Table 31 demonstrates. 
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Table 30 - IMS Relational Reliability Tests 
Construct  CR AVE 





Regarding the IMS Mimetic scale, through observation of Table 26, one could 
observe it barely satisfies the minimum acceptable reliability thresholds. To improve its 
consistency a similar process of observing the correlation matrix was undertaken and 
item 24 was removed, because it presented the lowest correlation scores with other 
variables, as Table 31 shows. 
 
Table 31 – IMS Mimetic Correlation Matrix 
 MIM 22 MIM 23 MIM 24 MIM 25 MIM 26 
MIM 22 1,000 ,476 ,039 ,527 ,527 
MIM 23 ,476 1,000 ,172 ,560 ,521 
MIM 24 ,039 ,172 1,000 ,009 -,022 
MIM 25 ,527 ,560 ,009 1,000 ,681 





 Statistics 22 
 
By removing item 24, new validity and reliability values for the construct are: 
 
Table 32 - IMS Mimetic Reliability Tests 
Construct  CR AVE 





Which satisfy the reliability and validity criteria. 
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The CEO Proactivity scale matrix of correlation is presented is Table 33. 
 
Table 33 - CEO Proactivity Scale Correlation Matrix 
 Proac CEO 27 Proac CEO 28 Proac CEO 29 Proac CEO 30 
Proac CEO 27 1,000 ,125 -,018 ,203 
Proac CEO 28 ,125 1,000 ,072 ,203 
Proac CEO 29 -,018 ,072 1,000 ,294 





 Statistics 22 
Although this construct was replicated from a previously tested scale in a 
different population and sample, in the current study’s context the scale proved 
unreliable. Even by removing items through several combinations a satisfactory level of 
all variables could never be attained. The best combination available was maintaining 
questions 29 and 30 and discarding the remainder, achieving a Cronbach’s alpha of 
0.454, a CR of 0.741 and an AVE coefficient of 0.608. The alpha coefficient is too low, 
even by the looser standards of admissible values and so this construct cannot provide 
adequate reliability and validity and therefore will be discarded. 
Regarding the CEO Risk Tolerance scale, the correlation values are as follows: 
 
Table 34 - CEO Risk Tolerance Scale Correlation Matrix 
 
Tol Risk  
CEO31 
Tol Risk  
CEO32 
Tol Risk  
CEO33 




Tol Risk CEO31 1,000 ,253 -,156 ,107 ,321 
Tol Risk CEO32 ,253 1,000 -,030 ,033 ,251 
Tol Risk CEO33 -,156 -,030 1,000 -,332 -,217 
Tol Risk CEO34 ,107 ,033 -,332 1,000 ,309 





 Statistics 22 
Best combination for reliability test was attained by maintaining the question 
items 33 and 34. As both these items were inverted a new constructed named CEO Risk 
Aversion will be introduced, which is of symmetric significance of the previous CEO 
Risk Tolerance. Reliability and validity test coefficients are displayed in Table 36. 
Cronbach’s Alpha is 0.5 well below the 0.7 threshold but still in acceptable values for 
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exploratory studies according to Nunnally, Bernstein et al. (1967). This scale can be 
used in the model although reserves must be made about the reliability of its outcomes. 
Table 35 - CEO Risk Aversion Reliability tests 
Construct  CR AVE 




CEO Tolerance for Ambiguity scale presented the following correlation matrix: 
Table 36 - CEO Tolerance for Ambiguity Correlation Matrix 
 




Tol Amb  
CEO38 
Tol Amb  
CEO39 
Tol Amb CEO36 1,000 ,490 ,276 ,191 
Tol Amb CEO37 ,490 1,000 ,329 ,260 
Tol Amb CEO38 ,276 ,329 1,000 ,143 





 Statistics 22 
Item 39 reveals the poorest correlation with other questionnaire items and shall be 
removed from this scale. New validity and reliability tests for the present construct are: 
Table 37 - CEO Tolerance for Ambiguity Reliability Tests 
Construct  CR AVE 




AVE and CR test provide satisfactory results. Cronbach’s Alpha is slightly below 
the recommended 0.7 threshold, although a value of 0.633 suffices for its use in 
exploratory studies (Nunnally, Bernstein et al. 1967) and so this scale will be used for 
model testing, although with some reserves towards its results. 
Regarding the CEO CSE scale, the correlation matrix is presented in Table 38. 
Although this scale presented a robust Cronbach’s Alpha and CR values, its AVE test 
results were unsatisfactory. Through several arrangements, by removing factors with 
lower loading values or weakest correlations for the scale, a satisfactory level of AVE 
was impossible to attain without dropping many of the questionnaire items. As CSE is a 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 97 
 
construct that measures the juxtaposition of several personality traits (Hiller and 
Hambrick 2005), by removing items, the assessment of a Core Self Esteem could no 
longer be established and the measure could be reflecting any random personality trait. 
Also, through EFA there was indication that the construct could be measuring multiple 
components as some questionnaire items correlated between themselves but not with all 
the considered factors. So, the decision was made to separate the scale into two new 
constructs and rework the model. The first new scale was dubbed neuroticism, as a 
measure of pessimism of the CEO, constructed by items 41, 45, 49 and 51. These were 
inverted items in the CSE questionnaire, and were related with a tendency for 
pessimism and low self-esteem, hence the decision of grouping them together. Plus, 
CEO neuroses had already been related with significant importance to organizational 
function and TMT dynamics (De Vries 1984). The second new scale is composed of 
items 44, 46, 47 and 50. All these items seem related with the CEO’s self confidence in 
himself and his ability to tackle problems, hence the logic behind this construct. 
Question item number 47 was inverted in this scale. The resulting test values are 
presented in Table 39. 


























CSE 40 1,000 ,208 ,324 ,183 ,243 ,120 ,328 ,206 ,157 ,301 ,161 ,262 
CSE 41 ,208 1,000 ,138 ,490 ,207 ,421 ,364 ,353 ,154 ,318 ,343 ,543 
CSE 42 ,324 ,138 1,000 ,162 ,324 ,089 ,375 ,159 ,092 ,235 ,276 ,186 
CSE 43 ,183 ,490 ,162 1,000 ,180 ,356 ,271 ,333 ,088 ,235 ,260 ,436 
CSE 44 ,243 ,207 ,324 ,180 1,000 ,158 ,446 ,334 ,281 ,099 ,329 ,225 
CSE 45 ,120 ,421 ,089 ,356 ,158 1,000 ,241 ,482 ,195 ,240 ,350 ,402 
CSE 46 ,328 ,364 ,375 ,271 ,446 ,241 1,000 ,376 ,228 ,154 ,479 ,304 
CSE 47 ,206 ,353 ,159 ,333 ,334 ,482 ,376 1,000 ,154 ,323 ,504 ,261 
CSE 48 ,157 ,154 ,092 ,088 ,281 ,195 ,228 ,154 1,000 ,171 ,243 ,240 
CSE 49 ,301 ,318 ,235 ,235 ,099 ,240 ,154 ,323 ,171 1,000 ,234 ,322 
CSE 50 ,161 ,343 ,276 ,260 ,329 ,350 ,479 ,504 ,243 ,234 1,000 ,269 
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Table 39 - CEO Neuroticism and CEO Self Confidence Reliability Tests 
Construct  CR AVE 
CEO Neuroticism 0.705 0.816 0.527 




For the new constructs Cronbach’s Alpha, CR and AVE present robust values 
and their validity and reliability can be confirmed through Confirmatory Factor 
Analysis. The remainder of the questionnaire items used in the original CSE scale were 
dropped (40, 42, 43 and 48).  
Table 40 summarizes the new constructs that will be applied to the model, their 
respective questionnaire items and respective reliability and validity test values.  
Table 40 - Final Model Constructs Internal Consistency and Validity 
Construct Questionnaire Items Nº Items  CR AVE KMO 
IMS Systematic 9 10 12 13 14 15   6 0.829 0.875 0.639 0.846 
IMS Relational 17 18 19 21     4 0.707 0.813 0.530 0.709 
IMS Mimetic 22 23 25 26     4 0.829 0.875 0.639 0.796 
CEO Risk 
Aversion 
33 34       2 0.499 0.784 0.651 0.500 
CEO Tolerance 
for Ambiguity 
36 37 38      3 0.633 0.794 0.564 0.614 
CEO 
Neuroticism 
41 45 49 51     4 0.705 0.816 0.527 0.729 
CEO Self 
Confidence 
44 46 47 50     4 0.737 0.815 0.530 0.726 
Behavioral 
integration 
60 61 62 63 64 65 66 67 8 0.908 0.898 0.537 0.891 
Source: own elaboration 
Figure 10 presents a visual representation of the final empirical model considered and 
the new latent constructs represented by the sets of items considered. 





Figure 10 - Final Empirical Model 
Source: own elaboration 
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5.3. Results and Discussion 
 
By Confirmatory Factor Analysis (CFA), validity and reliability of the selected 
constructs were confirmed and therefore those factors were introduced in the model, 
when evaluating and testing the theoretical hypothesis. Model testing was achieved by 





 AMOS 23. 
The group of variables that determine the Top Management Team are Age, 
Educational Level, Functional Background, Tenure of Internationalization and 
International Experience. It is important to retain that the focus of analysis is the group 
of subjects and not the individuals themselves. So, in order to correctly characterize the 
group, so that these demographic variables accurately describe it, it is important to 
average out the group’s characteristics. In order to simplify the data, a factor reduction 
was used for each of the upper mentioned variables to convert them into one, simpler 
and workable variable, which retained the original group’s characteristics.  
Age was defined by the average age of the group’s TMT members, and therefore, 
for each firm, this variable represented the average age of its members. For educational 
level a dummy variable was introduced in which individuals with superior academic 
degree (bachelor or higher) were attributed the value 1 and all other individuals were 
attributed the value zero. When the majority of the TMT members (50% or higher) had 
a superior academic degree this variable assumes the value 1. In all other cases it 
assumes the value zero. Functional background, similarly, also assumes a dummy 
binary variable (zero or 1). TMT individuals were attributed the value 1 when they 
came from an Output based category and zero when they belonged to the Throughput 
group. The variable’s final value for each firm was obtained by averaging the member’s 
values after the dummy variable transformation was applied, measuring the degree of 
Output function in the TMT. Tenure of internationalization was obtained for each firm 
by averaging the total number of processes managed by the entire group. International 
Experience was defined as a cumulative variable of the group’s total number of months 
spent abroad in one of the previously defined international experiences. Also, a 
methodological simplification was introduced when defining the Behavioral Integration 
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variable. Since the AMOS software does not allow null or blank values, when TMTs 
were composed of one sole member, that firm’s Behavioral Integration items were 
converted to the maximum values of the correspondent scales. This could affect results, 
since Behavioral Integration by definition can only be measured in groups of people, 
although the disturbance introduced by this simplification could be minimal, since TMT 
size has an inverse correlation with Behavioral Integration (Lubatkin, Simsek et al. 
2006) and we are assuming a TMT of 1 member has the maximum Behavioral 
Integration value.  
The following model regression weights were achieved for the estimated model 
(Table 41): 
Table 41 - Model Regression Weights 
      Estimate S.E. C.R. P 
Tage55 ---> BI -0,011 0,007 -1,626 0,104 
TTeInt56 ---> BI 0,006 0,005 1,22 0,222 
TFunc58 ---> BI 0,268 0,147 1,827 0,068 
TEd57 ---> BI -0,185 0,14 -1,321 0,187 
TIntEx59 ---> BI 0 0 -1,425 0,154 
Tage55 ---> SYS -0,007 0,01 -0,768 0,442 
Tage55 ---> REL -0,014 0,008 -1,777 0,076 
Tage55 ---> MIM -0,015 0,008 -1,808 0,071 
TTeInt56 ---> SYS 0,003 0,008 0,386 0,699 
TTeInt56 ---> REL 0,006 0,006 1,002 0,317 
TTeInt56 ---> MIM 0,004 0,007 0,57 0,569 
TFunc58 ---> SYS 0,715 0,224 3,192 0,001 
TFunc58 ---> REL 0,131 0,175 0,749 0,454 
TFunc58 ---> MIM 0,074 0,185 0,397 0,691 
TEd57 ---> SYS 0,213 0,208 1,028 0,304 
TEd57 ---> REL 0,258 0,169 1,526 0,127 
TEd57 ---> MIM -0,204 0,176 -1,157 0,247 
TIntEx59 ---> SYS 0,001 0 2,303 0,021 
TIntEx59 ---> REL 0 0 0,855 0,393 
TIntEx59 ---> MIM 0,001 0 3,761 *** 
BI ---> SYS 0,028 0,104 0,266 0,791 
BI ---> REL -0,013 0,083 -0,156 0,876 





 AMOS 23 
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Some of the studied TMT variables exhibit strong correlations with IMS selection 
methods (P values below 0.05), which in fact confirms TMTs influence IMS method. 
Strong correlation was evidenced between TMT’s International Experience and IMS 
Systematic and Mimetic selection methods (P values of 0.021 and 0 respectively). This 
seems to confirm hypothesis 4 and hypothesis 4a as, in fact, more internationally 
experienced TMT members favor the Mimetic approach (hypothesized because these 
members possess more international contacts and are more aware of international 
opportunities), but simultaneously also seem to favor the Systematic approach. This 
could happen because internationally experienced TMTs also have access to more 
information sources and with more ease, and information is quintessential when 
applying Systematic approaches in order to correctly assess the established criteria and 
preference. Less significantly, functional background seems to influence B.I. (P=0.068) 
as managers from an Output background seem to exhibit better behavioral integration. 
Also, managers with Output backgrounds seem to be more inclined to Systematic 
approaches (P=0.001. This could happen because Output executives come from 
Marketing or Product related backgrounds, which are accustomed to recurring to 
studies, data analysis and statistical methods to evaluate their target markets or 
audience. Also, these agents may possess a greater insight of international markets as 
the search for market opportunities, alternatives and success cases might be in their role 
of regular activities. Thus, hypothesis 3 is confirmed although 3a is not confirmed as 
results evidenced the relation, but towards Systematics approaches. Age seems to be 
negatively tied to relational and mimetic approaches (P values of 0.076 and 0.071 
respectively), or, in other words, younger managers seem to favor Mimetic and 
Relational approaches as hypothesized, although this relationship is inconclusive due to 
the 0.07 range P values. Tenure of Internationalization and Educational level do not 
seem to influence market selection at all, nor does Behavioral Integration seem to 
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5.3.1. Multi group analysis 
 
Subdividing the final sample into subsamples using group categories, it is 
possible to perform a multi-group analysis. This will allow testing the moderating effect 
of each group category in the proposed hypothesis. For each group, it was analyzed if, 
per each validated hypothesis, there is any statistically significant difference between 
the groups by calculating the T-statistic. The t-value is a test statistic that measures the 
difference between an observed sample and its hypothesized population parameter in 
units of standard error. A t-test compares the observed t-value to a critical value on the 
t-distribution with (n-1) degrees of freedom to determine whether the difference 
between the estimated and hypothesized values of the population parameter is 
statistically significant. In this case, it calculates the difference in paths between groups 
and the distribution has (n1+n2-2) degrees of freedom (Keil, Tan et al. 2000). T-values 
above 1.96 prove statistically relevant results. The null hypothesis for all moderator 
variables is the following: 
 H [0]: behavior between groups is identical.  
When the p-value is lower than 0.05 for a significance level of 5%, the null 
hypothesis is rejected. This value cannot be obtained directly and must be calculated 
through the t-statistic using the following equation (Keil, Tan et al. 2000): 
Equation 1 - t-statistics for multi-group analysis 
                         
 
      
       
              
      
       







Path sample_x - corresponds to the mean of sample x  
S.E. sample_x - corresponds to the standard deviation of sample x  
m - Corresponds to the size of the sample category 1  
n - Corresponds to the size of the sample category 2 
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Hypothesis 6 determined TMT group heterogeneity had a moderator effect on the 
TMT/IMS correlation. There are several proposed formulas of calculating heterogeneity 
in the literature although in this study Blau’s Heterogeneity Index will be used. This 
index varies from a low of 0 (if all group members are the same) to a theoretical high of 
1. Heterogeneity is defined as follows (Blau 1977):  
 
Equation 2 - Blau’s Heterogeneity Index 
         
  
Where P is the proportion of group (or subgroup) members in a category and i is 
the number of different categories represented on a team.  
 
For each heterogeneity dimension, the group was subdivided into logic categories 
in order to study its moderating effect on the TMT/IMS relation, and assert if, by 
compartmenting groups with certain characteristics, the correlation effects are still 
significant.  
5.3.1.1. Age Heterogeneity 
 
Regarding age heterogeneity, three different categories were envisioned to 
distinguish between members. The first category is individuals below 40 years of age, 
which considers them eligible for young entrepreneur membership in Portugal 
according to ANJE (Associação Nacional de Jovens Empresários) (ANJE). The second 
category is individuals above 60 years of age, as they are considered senior citizens 
according to World Health Organization (2002). The third category of age diversity is 
constituted by the remainder of the individuals. For each firm, the Blau’s heterogeneity 
index was calculated and two groups were depicted for the age heterogeneity analysis. 
Firms’ TMTs with Blau’s Index values above or equal to 0.5 were age diverse and 
firm’s below that threshold were age homogeneous. Results are shown in Table 42. 
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Table 42 - Age Heterogeneity Multigroup Analysis 
Low Age Heterogeneity High Age Heterogeneity 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
TFunc58 > BI 0,327 0,022 
 
Tage55 > BI -0,032 0,007 
 
TEd57 > BI -0,461 0,003 
 
TIntEx59 > MIM 0,001 0,003 1,069 
TFunc58 > SYS 1,07 0 
 
BI > SYS 0,386 0,005 
 
TIntEx59 > SYS 0,002 0,003 
 
BI > REL 0,386 0,008 
 





 AMOS 23 
Group’s age diversity has a moderating effect on the TMT/IMS relationship as 
different sets of correlations arise with statistical relevance (p values in the 95% 
confidence interval and t-values below 1.96) when this variable is accounted for in the 
model.  
In age homogeneous groups, TMT educational level negatively impacts the 
group’s behavioral integration, or in other words, managers with higher education in the 
same age cohort act less as a team. The more output experienced managers in the TMT 
composition, the higher the team’s cooperation and information sharing (higher BI), and 
higher the relation with Systematic approaches. TMT International Experience appears 
positively correlated with the Systematic and Mimetic approaches. As stated in the 
literature review low heterogeneity in age is favorable for information sharing and 
integration as avoids the formations of subgroups within the team due to value and 
ideology clashes. Educational level is associated with cognitive range and innovation 
(Hambrick and Mason 1984). From these assumptions, managers with the same age 
(sharing the same values and beliefs as they belong to the same generation) and high 
scholarship (open to chance and innovative) should be capable of effectively behaving 
as a team and share knowledge and debate. Surprisingly so this does not happen as in 
low age diverse teams formal education is negatively correlated with BI but is 
evidenced as the predominance of output managers goes up. It is critical to remind that 
Behavioral Integration measures the amount and quality of information shared (in this 
case high educational level is associated with more information exchange and use) and 
collaborative behavior (should be high due to same age cohort). Further exploratory 
studies should be undertaken to better comprehend the effect of education in Behavioral 
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Integration for age homogeneous groups. On the other hand, in similar age cohorts as 
more managers are market and goal oriented they tend to share more information and 
cooperate better. That market orientation seems to stand out in same age cohorts, as 
when output managers increasingly predominate in the group, their tendency to follow a 
systematic approach is higher, probably due to the fact that age generates agreeableness 
on which criteria to follow. Low diversity may also implicate an also less diverse 
contact network and in those conditions, higher international experience from the TMT 
is more correlated with the Systematic approach and Mimetic approach. 
In high age heterogeneity contexts, older teams exhibit worse Behavioral 
Integration and Behavioral Integration influences IMS directly towards Systematic and 
Relational approaches. Age heterogeneity is not favorable to debate and idea sharing 
due to subgroup formation and exclusion as older managers tend to be less flexible and 
unwilling to change, which makes it plausible that teams under these conditions will 
have more difficulty in sharing information. In a highly age diverse team, Behavioral 
Integration affects the strategic choice (as previously studied by Hambrick, Nadler et al. 
(1997)), in this case appearing correlated with Systematic and Relational outcomes. Due 
to the high behavioral integration context, the richness of information sharing and 
debate of ideas probably generates high quality alternatives, which causes TMT to 
produce valuable outputs themselves and have confidence in their own solutions. From 
this analysis it is possible to affirm age heterogeneity affects the TMT/IMS relationship, 
confirming hypothesis 6a, and moderates the TMT/BI relationship. 
 
5.3.1.2. Gender Heterogeneity 
 
Regarding gender heterogeneity, this dimension was measured by separating 
TMTs into male and female. For each firm the Blau’s index of heterogeneity was 
calculated and again firms were differentiated by the average degree of heterogeneity 
(0.5), in which firms below that limit were gender homogeneous and firms surpassing 
the value were considered gender diversified. Results are show in Table 43. 
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Table 43 - Gender Heterogeneity Multigroup Analysis 
Low Gender Heterogeneity High Gender Heterogeneity 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
TFunc58 > SYS 0,759 0,003 
 
TFunc58 > BI 0,417 0,014 
 
TIntEx59 > SYS 0,001 0,002 
 
Tage55 > REL -0,031 0,03 
 
TIntEx59 > MIM 0,001 0,000 0,878 Tage55 > MIM -0,042 0,003 
 
     
  TFunc58 > REL -0,729 0,041 
 
     
  TIntEx59 > MIM 0,001 0,041 0,878 
     
  BI > SYS 0,913 0,001 
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Gender heterogeneity, much like age, heterogeneity has an impact in group idea 
and information sharing, as homogeneity benefits group cohesion as it avoids the 
emergence of dissimilar factions (such as male versus female in this case) within the 
group. In homogeneous groups, the more output experienced members in the TMT, the 
more these teams are connected with the Systematic approach. The minor the degree of 
heterogeneity, the less prone teams are to take risks and to innovate and therefore this 
seems to further accentuate output functional members’ preference for market statistical 
orientation. This risk aversion in homogeneous groups is evidenced the more 
internationally experienced the members are, as they are more correlated with 
Systematic or Mimetic approaches. Internationally experienced managers have access to 
more international information sources and are more aware of international 
opportunities and they could use that information to follow companies they regard as 
successful or possessing superior knowledge, or to elaborate their parameters or 
preferences to study international markets. This risk aversion and less innovative 
attitude might be more prominent in homogeneous and accentuates the choice for these 
methods. 
In highly gender heterogeneous groups, the older the team the less likely to select 
a mimetic approach or relational approach. Older managers are risk averse and less 
open to other’s ideas and in cases where gender heterogeneity is high this is further 
aggravated with gender subgroups bias, so there is probably no convergence in what 
companies to follow and how, proving the Mimetic and Relational approaches difficult 
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to deploy. In highly gender diverse teams as output predominance rises there seems to 
be an inverse correlation with the Relational approach. Output teams are more 
concerned about market factors and information and tend follow information based 
criteria, aggravated by the fact that intra-group bias, in this case, might lead to gender 
sub-teams rejecting each other’s contacts and strategic allegiance partner suggestions, as 
they have distant points of view towards firm growth direction and new markets. This 
fact could explain why these teams find it difficult to implement a Relational approach 
due to lack of agreeableness. It is interesting to note that the greater the number of 
output managers, the more cooperative the team becomes, in conditions of high gender 
diversity. Under these conditions of high heterogeneity there could be an increase in 
intra group tensions and as more managers with output functions compose the team that 
does not happen. The better the groups’ behavioral integration in highly heterogeneous 
gender teams, the more associated with the Systematic and Relational approach they 
appear. This could suggest that in fact heterogeneity provides richness and variety of 
information and perspectives, and also a greater contact diversity which might lead 
tighter and more cooperative teams share more points of view towards market criteria 
preferences, providing adequate solutions, and also to share contacts and opportunity 
information, also favoring relational approaches. Considering these results, hypothesis 
6b is confirmed.  
 
5.3.1.3. Educational Level Heterogeneity 
 
Educational background diversity is measured by dividing the group into two 
categories: superior education (graduate, master or Ph.D.) and mandatory education
5
 
(secondary). At managerial level, the degree of knowledge required to undertake 
informed decisions regarding internationalization is advanced and complex and is only 
lectured at University context. Below secondary, the level of knowledge accumulated 
may be insufficient to impact decisions in this context and it would be meaningless to 
separate between preparatory and secondary. Blau’s Index was calculated for every firm 
                                                          
5
 This concerns the Portuguese education system, which is mandatory until the 12
th
 year 
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and highly diverse firms were considered above the 0.5 score in the index whereas 
homogeneous firms were below that standard. 
Educational heterogeneity group results were as follows: 
Table 44 - Educational Heterogeneity Multigroup Analysis 
Low Educational Heterogeneity High Educational Heterogeneity 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
TFunc58 > BI 0,292 0,039 
 
Tage55 > SYS -0,041 0,017 
 
TIntEx59 > MIM 0,001 0,022 0,000 Tage55 > REL -0,033 0,049 
 
     
  Tage55 > MIM -0,040 0,008 
 
     
  TIntEx59 > SYS 0,001 0,049 
 
     
  TIntEx59 > MIM 0,001 0,003 0,000 
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Contrary to age and gender heterogeneity, educational heterogeneity is a task-
related variable and theoretically, high heterogeneity enhances the breadth of solutions, 
the degree of knowledge available and different points of view. In low education 
heterogeneity groups the more output experienced managers in the TMT composition, 
the higher the team’s cooperation and information sharing (higher BI). Same 
educational level probably implies same knowledge level and lack of openness to new 
information, attachment to the status quo and similar opinions. As output managers 
have a strong market and growth orientation, members at the same educational level 
tend to agree on the perspectives new markets should be approached.    
In highly diversified groups however age seems to have a negative correlation 
with the Systematic, Mimetic and Relational approaches. Older managers are more 
close minded and tend to follow their own opinions based on their experiences. This 
could indicate the more aged teams are in great educational heterogeneity the more they 
rely on instinct, perhaps because there is no consensus as to what is the better method to 
follow and common sense might be the distinguished criteria.  In highly education 
diverse environments, although a great range of solutions could be generated and 
numerous ideas could be brought up, differences in education and knowledge could 
further aggravate the fact older managers tend to think according to their own 
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knowledge base. When in fact the group is better integrated, great diversity in 
educational terms correlates with a propensity with the Systematic approach. As team 
members possess more international experience, in diverse groups, there seems to be a 
positive correlation towards Systematic and Mimetic approaches. This could happen as 
formal educated members use their international information sources to improve 
informational complex approaches at the same time less educated members tend to 
mimic foreign references or rivals. These facts confirm hypothesis 6c.  
Again, highly heterogeneous teams, in this case in terms of educational level, 
with good cohesion and cooperative, are positively correlated with the BI/IMS 
relationship as heterogeneous teams with high information sharing and debate are 
capable of generating a greater array of quality solutions. In this particular case, good 
BI appears related to the Systematic approach, as probably less educated managers tend 
to be more risk averse and highly educated managers are capable of handling and 
processing informationally complex problems. By valuing each other’s inputs, 
consensus seem to revolve around processes which require more studies, evaluate more 
criteria and are therefore also typically preferred by risk averse individuals. 
 
5.3.1.4. Functional Background heterogeneity 
 
Functional Background heterogeneity was studied by evaluating group 
heterogeneity between throughput and output functions, which logically represent 
different areas of expertise which converge into the same mindset towards strategic 
reasoning. Once again, for each firm Blau’s Index was calculated and firms below the 
0.5 threshold were considered homogeneous and the remaining companies functionally 
diverse. Results are presented in Table 45. 
Table 45 - Functional Heterogeneity Multigroup Analysis 
Low Functional Heterogeneity High Functional Heterogeneity 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
TFunc58 > BI 0,373 0,019 
 
Tage55 > BI -0,020 0,037 
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TFunc58 > SYS 0,771 0,001 
 
BI > SYS 0,435 0,029 
 
TIntEx59 > MIM 0,002 0 
 
BI > REL 0,420 0,016 
 
   Source: IBM® SPSS® AMOS 23 
Functional heterogeneity shares the same effect in group dynamics as educational 
level, as functional background is a task-related variable. So, high heterogeneity in this 
context accounts for more areas of expertise available, therefore different sets of 
resources and capabilities and also different ways to approach problems.  
In low functional heterogeneity, or when there is predominance in one type of 
functions, the greater the degree of output members the better the group’s behavioral 
integration and the greater the tendency towards Systematic approaches. As all 
members come from similar backgrounds and tend to have the same mindset in problem 
approach and strategic decision, output functions individuals tend to agree statistical 
and descriptive market analysis is the correct approach to access markets, and tend to 
agree on markets parameters and preference. Low heterogeneity is associated also with 
similar points of view and a narrower mindset due to the lack of points of view, as 
members tend to think the same. As members appear more internationally savvy this 
leads to an increase tendency to follow a Mimetic approach  
In high functional heterogeneity context BI is correlated with the Systematic 
Relational approaches. This could be because functionally diverse TMTs sharing 
information and cooperating possess a more diversified network of contacts and 
information sources and are more aware of international opportunities, which facilitates 
the search and selection of feasible international partners and also contributes to the 
systematic approach as different professional backgrounds introduce different skill sets 
and viewpoints, which might improve and complete the Systematic model. Hypothesis 
6d is confirmed as Functional Heterogeneity does not influence IMS directly.  
In general some correlations are evidenced when groups are differentiated by 
their heterogeneity degree. In low heterogeneity contexts, output teams tend to appear 
correlated with the Systematic approach, which cannot be stated in high heterogeneity 
contexts. This could be explained as homogeneous teams are risk averse and therefore 
reinforce preference towards more normative and informational complex methods. 
Also, because there are not various points of view and diversity, output teams tend to 
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adopt the conservative approach they feel comfortable with. Regarding BI, this 
construct seems to positively influence IMS in high heterogeneity contexts. In high 
heterogeneity, due to diversity of opinions, viewpoints and values, the group must 
remain cohesion, unity and cooperation for it to produce valuable strategic decisions. In 
this context of high heterogeneity and diversity, decisions are therefore dependant on 
group information sharing and cooperation. It is noteworthy to point that the correlation 
between greater international experience and mimetic approach subsides, regardless of 
the group’s degree of heterogeneity.  
5.3.1.5. Team Size 
 
Team size moderating effect was accounted by dividing the sample into two 
subgroups: large and small TMTs. In current literature, no author has logically pointed a 
limit from where on out one can consider a team large or small. As such limit does not 
exist, TMT size was averaged for the complete sample and groups above average are 
considered large teams whilst small teams are considered groups with less than the 
average number of members. Average TMT size was 2.61 for the total sample, so 
groups with 3 or more TMTs are considered large teams and all other TMT 
compositions are considered small. Results are featured in Table 46. 
Table 46 - TMT Size Multigroup Analysis 
Small TMT Size Large TMT Size 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
TEd57 > BI -0,378 0,020 
 
Tage55 > BI -0,031 0,034 
 
Tage55 > MIM -0,018 0,042 
 
TTeInt56 > BI 0,052 0,012 
 
TFunc58 > SYS 0,924 0,000 
 
BI > REL 0,489 0,046 
 
TIntEx59 > SYS 0,001 0,025 
       
TIntEx59 > MIM 0,002 0 
 
            
   Source: IBM® SPSS® AMOS 23 
It is interesting to note that for small groups, formal education has a negative 
influence in behavioral integration. Highly education is associated with tolerance and 
openness and strangely so, in small groups, highly educated people do not seem to agree 
or share information. Maybe so because in large groups the diversity of opinions 
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generates debate and discussion around different points of view, whereas in small 
groups highly educated members value their own insights and knowledge, and a two or 
three member discussion (definition of small group in this analysis) could lead to 
irreconcilable points of view and clashes within the group. Older teams also appear 
negatively correlated with Mimetic approaches, which could strengthen the idea that 
elderly managers are close minded and tend to value their own opinions and insights. 
Small groups generate less debate and ideas and therefore this characteristic shows 
more vividly. Small groups composed by a majority of output background TMTs are 
related with the Systematic approach, which strengthens the results obtained in the 
unmoderated model. In small groups, when output experienced managers dominate, the 
firm tends to follow a planned and normative approach to IMS, based on statistical data 
and pre-established criteria. This could be because output members come from 
marketing and product related background and are costumed to evaluate their markets 
(audience, niches and countries) through similar criteria. The higher the international 
experience in small groups the greater the correlation with Systematic and Mimetic 
approaches. In small groups it is expected that social network capital is also smaller and 
so international experienced TMT use their international information knowledge in 
systematic models and in mimetic approaches when they become aware of international 
opportunities.    
In large groups an increase in TMT age is negatively correlated with BI. This 
reinforces the idea that older managers are more attached to the status quo and less 
innovative and therefore are not prone to debate and discussion, which is aggravated in 
large groups. Surprisingly, as team size has been negatively linked to behavioral 
integration (Lubatkin, Simsek et al. 2006), in large teams which have managed several 
internationalization projects team cohesion seems to be higher. This could happen 
because in very experienced teams managers tend to shape their solutions according to 
their past experiences and there appears to be a large consensus and valuing of 
experienced managers’ inputs. Tenure of internationalization was measured as team 
average number of processes and the larger the team, to attain a high tenure of 
internationalization, it is required that several team members are highly tenured, 
implicating that their opinion is highly praised when in large numbers. Even more, in 
large teams with good group integration there seems to be a connection with the 
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relational approach. Large teams mean a greater contact network, and when information 
about opportunities and partners is effectively shared amongst members, this seems 
make ideal conditions for improving Relational approach. From Table 47 hypothesis 7 
can be confirmed. 
5.3.1.6. CEO Degree of Network Internationalization 
 
CEO’s degree of network internationalization was measured by directly inquiring 
the CEO if their contact network was comprised of a great diversity and number of 
international contacts and was evaluated through a Likert scale. The most reliable 
method to assess this variable was to actually register the number of different 
nationality contacts in the CEO’s social network, which could infinitely add to the 
complexity and difficulty of accurate data collection and make the CEO’s unwilling to 
participate in the study. As it is, CEO’s degree of internationalization is somewhat 
dependent on what the respondents’ concept of a big and diversified network of 
international contacts. As this item was evaluated through a Likert scale, “Neutral” to 
“Completely disagree” respondents in question 52 were considered CEO’s with a low 
degree of network internationalization and others were considered as possessing a 
highly internationalized network contact. 
Results for CEO’s degree of network internationalization are shown in Table 47. 
Table 47 - CEO Degree of Network Internationalization Multigroup Analysis 
CEO Low Degree Internationalization CEO High Degree Internationalization 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
TIntEx59 > BI -0,003 0,029 
 
TFunc58 > SYS 0,841 0,000 
 
BI > SYS 0,111 0,028 
 
TIntEx59 > MIM 0,001 0,003 
 
BI > REL 0,067 0,030 
       
BI > MIM -0,024 0 
 
            
   Source: IBM® SPSS® AMOS 23 
When CEO’s do not possess a rich international contacts network it is interesting 
to notice that as TMT international experience increases, the capacity to share 
information or cooperate in decision making decreases (less behavioral integration). 
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This could happen as the CEO effectively moderates group dynamics, and CEOs with 
less international contacts are less aware of the benefits of TMT’s past international 
experiences (such as richer network of contacts, broader mindset and openness to novel 
ideas) and may be more attached to the status quo and also more risk averse in 
internationalization approaches. It is also instigating to notice that when the CEO’s 
possess a diminished network of international contacts, if group behavioral integration 
is high, this team attribute seems to be positively correlated with Systematic and 
Relational methods and averse from Mimetic. Less internationally aware CEOs might 
disregard foreign knowledge and information and do not seek legitimization for their 
teams internationalization process through foreign examples, since she/he might be 
unaware or not knowledgeable of foreign culture and market practices. In these cases 
the CEO prefers to foment debate and steer the team according to their own solutions, 
when Behavioral Integration is in fact high. On the other hand, when the CEO has a 
highly diverse network of international contacts and the team has spent a great time 
abroad there seems to be a relation with the mimetic approach. This makes sense as 
TMTs with greater international experience are more aware of international 
opportunities and have witnessed close-handed international success cases and the CEO 
can validate and value such information. It is also interesting to notice that, when the 
CEO possess a good network of international contacts, as TMT members with output 
functions increase so does the relation with Systematic increase. This could be 
explained because these type of teams favor this approach to markets and as the CEO is 
capable of obtain valuable international information and is aware of international 
references and opportunities, he/she can provide important insights to the systematic 
models which add to this approach reliability. These facts confirm hypothesis 8a.  
5.3.1.7. CEO Personality 
 
Regarding the CEO’s psychographic analysis the CSE and Proactivity constructs 
were considered non reliable and therefore not included in model. While as Proactivity 
scale was eliminated from the inquiry, the CSE was divided into two new constructs 
which measure CEO Self-confidence and Neuroticism. Also Risk Tolerance was 
reworked into a new variable named Risk Aversion composed singly by the inverted 
items in the original scale. Due to these changes in the model the theorized hypothesis 
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also must be rewritten. Considering the literature review, CEO-Self Confidence fits into 
the same pattern as the CSE construct while as Neuroticism and Risk Aversion now 
may pose an inverse effect of the original constructs from where they derived. So, the 
new hypothesis are: 
 Hypothesis 8b: CEO Self-Confidence affects the firm’s TMT influence in the IMS 
decision 
Hypothesis 8c: CEO Risk Aversion affects the firm’s TMT influence in the IMS 
decision 
Hypothesis 8d: CEO Tolerance for Ambiguity affects the firm’s TMT influence in 
the IMS decision 
Hypothesis 8e: CEO Neuroticism affects the firm’s TMT influence in the IMS 
decision  
CEO Self Confidence was evaluated through a model construct composed of 
several questionnaire items. In this case, to achieve a workable variable, a factor 
reduction was applied to the construct converting the several items into one single 
workable variable. From there on the variable was transformed into a Standard 
distribution variable (average and standard deviation values of zero and one 
respectively) and values above the mean (zero) were considered highly confident CEOs 
and below zero were considered CEOs with low self-confidence. Table 48 exhibits the 
results obtained. 
Table 48 - CEO Self-Confidence Multigroup Analysis 
Low CEO Self Confidence High CEO Self Cofidence 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
Tage55 > BI -0,025 0,045 
 
TFunc58 > BI 0,382 0,011 
 
TFunc58 > SYS 0,868 0,010 
       
TIntEx59 > MIM 0,001 0,002 
 
            
   Source: IBM® SPSS® AMOS 23 
From the examination of Table 48, it is evidenced that for highly confident CEOs 
relations between the TMT and IMS are inexistent. Highly confident CEO’s value their 
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own insights, do not value debate and act based on less information, therefore 
dismissing the viewpoints of their fellow management members. It is interesting to note 
that when CEO confidence is high, the team as a whole cannot be related with the IMS, 
as this could imply discrepancies on intra TMT influences, as the CEO could has a 
stronger influence in the final decision. Other explanation could be that the CEO 
impacts group dynamics, and therefore as these CEO do not value idea debate and 
information sharing the team does not prove a meaningful unit of analysis. Hypothesis 
8b is confirmed. 
CEO Risk Aversion was also a multi-level construct and therefore required the 
same variable treatment as described previously for CEO Self-Confidence. Constructs 
were reduced to one workable variable which was transformed in another equivalent 
variable with Standard Distribution. CEO’s above zero score (above average) were 
considered risk averse and below were considered risk prone. 
Table 49 - CEO Risk Aversion Multigroup Analysis 
Low CEO Risk Aversion High CEO Risk Aversion 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
TFunc58 > BI 0,474 0,044 
 
Tage55 > REL -0,028 0,034 
 
TFunc58 > SYS 0,881 0,011 0,279 TFunc58 > SYS 0,754 0,011 0,279 
TIntEx59 > MIM 0,001 0,011 0,000 TIntEx59 > SYS 0,001 0,039 
 
            TIntEx59 > MIM 0,001 0,003 0,000 
   Source: IBM® SPSS® AMOS 23 
As Table 49 demonstrates, in highly averse CEOs, the more aged the team the 
less the propensity to select a Relational approach. A highly Risk Averse CEO might be 
more distrustful about foreign companies to establish strategic allegiances as this 
relations are based on trust. In increasingly older teams this relationship seems to be 
amplified, as older managers are also risk averse. As the team possesses more 
international experience, under the same conservative CEO, there is a correlation with 
the Systematic approach. This is coherent with what has been stated as the CEO is 
surrounded by a team which has acquired international knowledge and information, and 
he/she prefers to use that information in more conservative processes, which are more 
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exhaustive and use statistical data, therefore also risk averse. These facts confirm 
hypothesis 8c.    
CEO Tolerance for Ambiguity is a similar construct to the ones evaluated 
previously and therefore factor reduction and transformation to a Standard Distribution 
was operated to habilitate multi group analysis. CEO’s below the 0.5 threshold in this 
variable were considered ambiguity intolerant and the remainder ambiguity tolerant. 
Results for CEOs’ Ambiguity Tolerance group analysis are shown in Table 50. 
Table 50 - CEO Tolerance for Ambiguity Multigroup Analysis 
Low CEO Tolerance for Ambiguity High CEO Tolerance for Ambiguity 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
Tage55 > BI -0,022 0,021 
 
TIntEx59 > MIM 0,001 0,000 0,987 
TIntEx59 > BI 0,003 0,017 
       
TIntEx59 > MIM 0,002 0,012 0,987             
   Source: IBM® SPSS® AMOS 23 
For this CEO personality trait, a correlation between TMT International 
experience and Mimetic approach exists in both groups with a t-value below the 1.96 
threshold, which means it is not dependant on CEO Tolerance for Ambiguity. In 
contexts when teams are led by CEO with low ambiguity tolerance TMT affects BI but 
this group dynamic does not affect IMS decision and therefore, hypothesis 8d is 
discarded. 
CEO Neuroticism, as the previously analyzed constructs, is a multiple item latent 
variable which was subject of factor reduction and Standard Distribution transformation 
to allow division in group categories for multi-group analysis. CEO’s below average 
possess low neuroticism score, which means they are optimist and less quarrelsome 
CEOs, and above average placed CEOs are neurotic, or pessimist and risk averse CEOs. 
Table 51 - CEO Neuroticism Multigroup Analysis 
Low CEO Neuroticism High CEO Neuroticism 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
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TEd57 > MIM -0,65 0,016 
 
TFunc58 > SYS 1,307 0,000 
 
TIntEx59 > SYS 0,001 0,001 
 
TIntEx59 > MIM 0,002 0,000 
 
BI > SYS 0,406 0,028 
 
            
   Source: IBM® SPSS® AMOS 23 
In groups leaded by an optimist CEO, highly educated teams seem to be averse or 
negatively correlated with the Mimetic method. This could be explained as CEOs with 
low neuroticism favor idea debate and are confident of their TMT abilities when they 
possess superior education. That being the case, those TMT use their knowledge or 
contacts to generate solutions adapted to their firm’s context and do not feel the need to 
mimic other companies. In highly neurotic CEOs, predominance of output function 
based managers exhibits an even stronger correlation than the verified in the 
unmoderated model. A plausible explanation for this observation is that output 
managers favor the Systematic approach due to their experience and mindset in 
approaching problems and presenting solutions based in statistic facts and multiple 
information and criteria. When these teams are led by a pessimist CEO this method is 
more strictly correlated due to its risk avoiding profile, as neurotic CEOs might feel 
more comfortable and encourage the team to follow this type of approaches as soon as 
they are suggested. This evidence confirms hypothesis 8e, which stated CEO 
Neuroticism affects the TMT/IMS relationship. Additionally, when the CEO has low 
neuroticism as team integration improves (better score in BI), the correlation with the 
Systematic approach also increases. This could happen because an optimistic CEO has 
confidence in his team’s abilities and skills which are required to partake in a 
Systematic approach and therefore incites the team into using those skills instead of 
more casual methods. It is interesting to note that as teams are more internationally 
experienced, in pessimist CEO context, are correlated with Mimetic approach, and in 
optimist CEO context, are related with Systematic approach. This could be explained as 
the CEO is more pessimist he/she tends to not rely on his teams outcomes and therefore 
prefers to mimic companies with successful outcomes or which he/she regards as role 
models. When the CEO is optimist there is more confidence in his/her teams’ abilities 
and therefore international knowledge and information are used in independent manner 
in the firm’s own Systematic model.  
 




5.3.1.8. Contextual Variables 
 
Regarding contextual variables, several factors were weighted for control to 
eliminate disturbance introduced by limitations to managerial discrimination or varying 
degrees of uncertainty. Organizational age and size were controlled as well as the 
industry sector firms were operating in, which make for heterogeneous backgrounds 
which can limit or augment TMT’s degree and amplitude of actions via their strategic 
choices and can even limit what type of choices can be genuinely made by managers. 
Organizational Age was measured by the companies’ number of years in activity and 
groups were categorized into young enterprises and others. Following the Ayyagari, 
Demirgüç-Kunt et al. (2011) study, young companies were considered aged 5 or less 
years. Companies laboring for more than 5 years were compartmented in the other 
group. Table 52 shows the results obtained for this multi-group analysis.  
In older firms, it was theorized that larger and older firms are more likely to 
follow planned strategies (Slevin and Covin 1997) and tend to have more implemented 
procedures and more rigid norms, exhibiting a higher level of inertia in their behavior 
(Levinthal 1991). In young firms, by opposition, managers should be allowed more 
discretion and their choices should be more vividly evidenced. As theorized previously, 
mid to old age firms no correlations are evidenced, which indicates strategic decisions 
cannot be traced back to the TMT characteristics, which indicates that in these 
companies, organizational boundaries might limit managerial choices.  
Table 52 - Organizational Age Multigroup Analysis 
Young Enterprises Mid Age and Old Enterprises 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
Tage55 > BI -0,037 0,039 
 
TFunc58 > SYS 0,786 0,002 
 
     
  TIntEx59 > SYS 0,001 0,024 
 
     
  TIntEx59 > MIM 0,001 0,001 
 
            BI > MIM -0,333 0,011 
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   Source: IBM® SPSS® AMOS 23 
In young enterprises led by increasingly older TMTs, the older the team the worst 
its behavioral integration. As noted, due to the lack of organizational identity and 
established procedures, young enterprises could be more laden with ambiguity, which is 
an adverse environment for older managers, who feel more comfortable in familiar and 
certain scenarios. In these situations, older managers in the presence of ambiguity and 
lack of procedures, find it more difficult to suggest alternatives and therefore do not 
communicate effectively which could explain the aforementioned results. 
Young enterprises usually do not have well established norms and procedures are 
more ambiguous, risk prone and innovative. In Table 52 it is interesting to note that no 
relationships between the TMT/IMS surface, which could imply younger firms do not 
have clearly defined and categorized IMS methods, and therefore TMT composition do 
not reflect this relationship.  
Organizational size’s moderating effect was measured by separating firms into 
two groups, according to two different criteria: annual business volume and number of 
employees. Portuguese law (Table 4) divides companies into Micro, Small, Medium 
and Other enterprises according to these two criteria. For multi-group analysis both 
groups must meet a minimum sample requirement for the results to be reliable and 
provide significant estimates. The original idea was to separate between Small or 
inferior enterprises from the remainder of the firms although in this study’s sample 
context there was a significant dominance of Micro enterprises and Small enterprises, 
which rendered the other group meaningless in comparison. So, to test this contextual 
variable, companies were divided into Micro companies and other according to the 
criteria previously presented in Table 4 (less than 10 employees and less than 2 million 
annual business volume). Results are presented in tables 53 and 54. 
Table 53 - Organizational Size (BV) Multigroup Analysis 
Micro Enterprises (< 2million business volume) Small, Medium and Other Enterprises 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
TFunc58 > MIM 0,774 0,038 
 
TFunc58 > SYS 0,703 0,003 
 
TEd57 > MIM -1,088 0,024 
 
TIntEx59 > SYS 0,001 0,017 
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            TIntEx59 > MIM 0,001 0,000 
 
   Source: IBM® SPSS® AMOS 23 
Table 54- Organizational Size (Employees) Multigroup Analysis 
Micro Enterprises (less than 10 employees) Small, Medium and Other Enterprises 
Relation Estimate p-value t-value Relation Estimate p-value t-value 




Tage55 > MIM -0,029 0,005 
 
TFunc58 > SYS 
 
0,003 
       
TIntEx59 > SYS 
 
0,030 
       
TIntEx59 > MIM   0,000 
 
            
   Source: IBM® SPSS® AMOS 23 
Organizational size was measured by two separate criteria, human resources and 
financial resources. Between tables 53 and 54 there is a great disparity in correlations 
which means no coherent conclusion can be drawn from this data. In order to correctly 
evaluate this dimension there is a need to create a single criterion, from which more 
reliable conclusions might be drawn. For example, IT companies might possess low 
human capital but can possess great financial resources. As ambiguity exists between 
the analysis of these criteria, conclusions cannot be drawn in this work. 
Regarding the contextual effect of industry sector, reported as a source of 
managerial discretion by Hambrick (2007), the variable’s moderating influence was 
studied by dividing the firms into goods selling companies and services selling 
companies. Goods selling companies belong to the primary and secondary industries, 
whereas service selling companies belong to the tertiary sector. This division is justified 
by the inherent differences (legislation, product adaptation, licensing, exporting and 
transportation costs) and requirements of exporting goods and services. Table 55 
presents the results obtained. It is interesting to note that in service selling enterprises, 
no correlations surface between the TMT and the IMS. As exporting goods is a more 
demanding exercise than exporting services, it is natural that managers in this type of 
industry are more influential in strategic outcomes, as their context is more laden with 
ambiguity and they are allowed more discretion, as several solutions are possible to 
surpass the obstacles they may encounter. 
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Table 55 - Industry Sector Multigroup Analysis 
Goods Selling Enterprise Service Selling Enterprises 
Relation Estimate p-value t-value Relation Estimate p-value t-value 
Tage55 > REL -0,019 0,046 
 
            
TFunc58 > SYS 1,045 0,000 
       
TFunc58 > REL 0,481 0,026 
       
TIntEx59 > SYS 0,001 0,021 
       
TIntEx59 > MIM 0,002 0,000 
 
      BI > MIM -0,221 0,043 1,555             
   Source: IBM® SPSS® AMOS 23 
Furthermore, exportation is so different between this type of products, this 
evidence might suggest the proposed IMS methods are not suitable to evaluated the 
international markets’ attractiveness in service trading companies, and therefore a 
different internationalization logic should be hypothesized. 
5.3.2. Conclusion 
 
The following table summarizes the moderator variables hypothesis for the 
model. 
Table 42 summarizes the hypothesized outcomes for the evaluated variables: 
Table 56 - Model Hypothesis Evaluation 
Hyp. Preposition Comment 
1 TMT Age influences IMS 
Partially confirmed (P values in 90% 
confidence range), more investigation 
is required 
1a 
TMT Age negatively influences IMS, towards 
Relational and Mimetic approaches 
Partially confirmed (P values in 90% 
confidence range), more investigation 
is required 
2 TMT Educational Level influences IMS Not confirmed 
2a 
TMT Educational Level positively influences IMS, 
towards Systematic and Non-Systematic approaches 
Not confirmed 
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3 TMT Functional Background influences IMS Confirmed 
3a 
TMT Output background positively influences IMS, 
towards Relational and Mimetic approaches 
Hypothesis not confirmed. Robust 
results show Output majority TMTs 
prefer Systematic approach (P=0.001) 
4 TMT International Experience influences IMS Confirmed 
4a 
TMT International Experience influences IMS, towards 
more Relational and Mimetic approaches 
Confirmed (P values in 95% 
confidence range) 
5 TMT Tenure of Internationalization influences IMS Not confirmed 
5a 
TMT Tenure of Internationalization influences IMS, 
towards Relational and Mimetic approaches 
Not confirmed 
9 
TMT Characteristics influences Behavioral Integration 
directly 
Partially confirmed (P values in 90% 
confidence range), more investigation 
is required 
10 
Behavioral Integration influences the IMS decision 
directly 
Partially confirmed. Appears relevant 
in high heterogeneity context 
6 
TMT Heterogeneity affects firm’s TMT influence in the 
IMS decision  
Confirmed 
6a 
TMT Age Heterogeneity affects firm’s TMT influence 
in the IMS decision 
Confirmed 
6b 
TMT Gender Heterogeneity affects firm’s TMT 
influence in the IMS decision 
Confirmed 
6c 
TMT Functional Background Heterogeneity affects 
firm’s TMT influence in the IMS decision 
Confirmed 
6d 
TMT Education Level Heterogeneity affects firm’s 
TMT influence the IMS decision 
Confirmed 
7 




CEO affects the firm’s TMT influence in the IMS 
decision 
Confirmed 
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8a 
CEO Network Degree of Internationalization affects 
firm’s TMT influence in the IMS decision 
Confirmed 
8b 
CEO Self-Confidence affects the firm’s TMT influence 
in the IMS decision 
Confirmed 
8c 
CEO Risk Aversion affects the firm’s TMT influence in 
the IMS decision 
Confirmed 
8d 
CEO Tolerance for Ambiguity affects the firm’s TMT 
influence in the IMS decision 
Not confirmed 
8e 
CEO Neuroticism affects the firm’s TMT influence in 
the IMS decision 
Confirmed 
11 








Industry sector affects firm’s TMT influence in the IMS 
decision 
Confirmed 
   Source: own elaboration 
  




Upper Echelons perspective, proposed by Hambrick and Mason (1984), posited 
organizational outcomes are a reflection of a company’s Top Management Team values 
and cognitive base, which can be directly or indirectly observed through specific TMT 
characteristics. By studying the group composition as a whole, it is possible to correlate 
those TMT traits to diverse strategic outcomes. Outcomes, as stated in Upper Echelons 
perspective, are not only firm results but also strategic decisions, such as firm 
internationalization decisions. This study proposed to find a link between the TMT 
composition and the type of approach management groups followed when venturing 
into new international markets. International Market Selection (IMS) methods followed 
the logical division depicted by Andersen and Buvik (2002) separating the different 
approaches by their purpose, context and information complexity. Following the 
suggested approach IMS was divided in Systematic, Non-Systematic and Relational 
methods and a new dimension was added to the model, the Mimetic approach. In the 
past, causal relationships have been established between TMT and International Firm 
performance although, as Lawrence (1997) pointed, this type of connection doesn’t 
explain the ‘how’, or in other words, what is so particular in those TMT groups with 
those characteristics, which makes them perform well, under those set of circumstances 
and through which cognitive processes is the decision influenced. This work intended, 
firstly, to prove the validity of Upper Echelons perspective in the internationalization 
perspective and secondly, to uncover what strategic decision processes greatly influence 
internationalizations’ outcomes by evaluating if top executives’ characteristics influence 
the international market selection method. It is also important to highlight this study 
was amongst the first to suggest and validate multilevel constructs capable of measuring 
the Relational and Mimetic approach levels of the firms, and successfully deploying 
those constructs in a practical model. 
More so, this study followed the lead of Jackson (1992) in distinguishing the 
CEO as a prominent personality within the TMT, whose personality traits and certain 
characteristics might steer the group’s outcomes. The organizational leader was studied 
both individually and integrated in the IMS to evaluate its impact. Group dynamics, 
more than just TMT composition, have also been reported to influence the TMT 
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outcomes (Hambrick 2007) and this study intended to contribute to this debate by 
studying Behavioral Integration as a mediator variable capable of influencing the IMS 
decision. 
As evidenced by this work, some conclusions might be drawn from the results 
obtained. First and foremost, TMT composition directly correlates to the IMS method, 
which once again proves and attests the validity of the Upper Echelons theory in 
organizational outcomes. Certain characteristics of the TMT seem to be related to 
specific IMS methods, such as internationally experienced managers appear to be 
correlated with the Systematic or the Mimetic approach due to their broad sources of 
international information and awareness and, on the other hand, when the majority of 
the TMT is composed of market or product oriented members, there is a correlation 
with the Systematic approach. 
Some group composition characteristics seem to moderate this relationship, 
vividly showing or blurring other types of relationships amongst the TMT and the IMS 
or even the intra group dynamics. In highly heterogeneous groups age seems to difficult 
consensus as older teams often seem to appear negatively correlated to Behavioral 
Integration or to some IMS methods. Also, in other contexts such as young companies, 
older managers seem to difficult group cohesion. Therefore age can be a source of intra 
group bias when ambiguity surrounds the TMT, rendering the team more attached to the 
status quo, as Hitt and Tyler (1991) suggested. In highly heterogeneous groups which 
are well integrated and united, sharing information and actively cooperating, there 
seems to be a connection with the Systematic and Relational approaches. This suggests 
evidence that, as several authors pointed , in heterogeneous groups, when ideas are 
shared and there is debate, a greater breadth of alternatives are generated, providing 
different perspectives to the problem which allow these teams to present valid and 
fitting strategic solutions, as Hambrick and Mason (1984) initially suggested, and 
Behavioral Integration becomes increasingly relevant. Also more homogeneous groups 
appear to more risk averse and prefer more conservative stances towards 
internationalization. 
CEO personality and network degree of internationalization seemed to affect the 
TMT/IMS relationship proving that, in fact, there could be discrepancies in the TMT’s 
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members influence and that the CEO has an influence in group dynamics, as Jackson 
(1992) suggested. For example, with highly confident CEOs, TMT choices do not 
surface proving in fact there are power level discrepancies and the CEO input is much 
more correlated with the final strategic outcome in these conditions. When the CEO is 
risk averse or Neurotic, evidence suggest it tends to reinforce TMT choices, pointing to 
the fact that the CEO also impact group dynamics. More study into this subject is 
required in order to evaluate the impact these individuals might have over the group’s 
outcomes. 
Behavioral integration also seems to have great influence in mediating the 
group’s strategic outcome. In certain contexts, this group characteristic, or measure of 
how they act as a team, seem to show more vividly and with strong correlation with the 
IMS decision. This proves, as Hambrick (2007) pointed, that Behavioral Integration 
serves as a measure to assert the TMT as a meaningful unit of analysis. In 
heterogeneous groups, cohesion is required for the team to exhibit correlation with the 
final strategic outcome, and the higher the correlation with the strategic outcome means 
studying the team as a whole provides better explanations towards the outcomes. 
Organizational age and size have a moderator effect, within the contextual 
variables. Also, when industry sector was accounted for, separating companies between 
goods and service trading firms, in service trading no correlations could be established 
whereas in goods firms, a majority of output members was related to the Relational 
approach, unlike the unmoderated model, in which these type of TMTs were linked with 
the Systematic approach. This could happen because goods are subject to more barriers 
to internationalization (product market adaptations, legislations, manufacturing or 
transportation costs, etc.) and therefore, in more ambiguous contexts, managers tend to 
rely more on experience than in market indicators and statistical criteria. Also, service 
trading companies do not exhibit any correlation between the TMT and the IMS which 
could evidence the IMS logic and hypothesis might be maladjusted to the service firms 
internationalization reality due to the differences in both types of products. 
All in all it is important to remind that in this study TMT were studied through 
their demographic attributes and these provided robust correlations with strategic 
outcomes. Furthermore, although psychographic attributes may capture the cognitions 
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of the TMT members which help explain the decision process, some characteristics like 
tenure or experience in certain positions or tasks might be hard to translate into a fitting 
psychological construct. Internationalization tenure and international experience in this 
case, seem to have an impact in the strategic outcome therefore, appeals for the abandon 
of demographic variables might be hasty as these approaches might be viewed as 
complementary rather than opposites, as both can provide significant explanatory value. 
  
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 130 
 
7. Limitations and Future Research 
 
This study’s model and adopted methodology were limited by some constraints 
that had to do with practicality issues and research scope boundaries. Regarding the 
model, TMT was conceived to be characterized solely through their demographic group 
traits. It is critical to remind that demographic variables are a methodological 
convenience used to proxy complex psychological constructs. Demographic approaches 
cannot accurately describe the cognitive mechanisms responsible for decision making 
and sacrifice construct validity, explanatory power and prescription practicality (Priem, 
Lyon et al. 1999). In other words, through their use, researchers cannot be sure which 
aspect of the deep level cognitive attribute is being captured or the appropriate 
combination of the demographics that capture a particular deep level cognitive attribute. 
Psychographic traits of the TMT (except the CEO) were not accounted for, which could 
provide more explanatory value towards the cognitions responsible for the international 
strategic decision. Questionnaire operationalization issues are attached to this decision, 
as to measure psychographic variables of single members, extensive and exhaustive 
questionnaire is required and, in numerous teams, this could be heavily deterrent in 
managers’ will to cooperate in the study. Furthermore, methodological difficulties arise 
over the correct way to average out psychological traits for the entire team and provide 
a uniform measure. In future research it would be interesting to deepen this study by 
accounting for TMT psychographic characteristics which could influence the group 
processes, much like what has been applied here to the CEO, and define the TMT 
through their CSE, Proactivity, Ambiguity and Risk Tolerance, Creativity, Analytical 
Skills and so on, as these dimensions close the gap on the cognitive mechanism which 
help explain the decision process. 
To this study’s objective in proving TMT characteristics influence IMS decision, 
the whole TMT degree of network internationalization could have significantly more 
impact than just the CEO’s. To measure this characteristic assertively, the number and 
variety of international contacts should be accounted for each member. In order to 
obtain this information, questionnaire items would increase proportionally to the team 
size, which, once again, could diminish managers’ willingness to cooperate. For 
practicality reasons, the CEO’s network degree of internationalization was measured 
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through a Likert scale item and it was assumed that if this variable exhibited strong 
correlation, it would suffice in proving managements’ contacts and social capital 
influence the strategic decision. Also, the variable tenure of internationalization was 
envisioned in the model to account for managers’ experience in handling 
internationalization processes. It was assessed by counting the number of processes 
managed in a quantitative manner but the qualitative part of the experience was not 
accounted for, which could have a significant effect if managers in fact act based on 
previous experiences. In other words, more than just counting the number of processes, 
it could add value to the study to register the IMS method used in said processes and the 
success rate of the managers, although success rate might be a subjective perspective. 
Koch (2001) noticed International Market Selection and Entry Mode seem to be 
intrinsically correlated, as one decision cannot be completely isolated from the other. 
Market Entry could affect managers’ discretion and mean-ends ambiguity in the IMS 
decision and therefore it could prove pertinent to control for this variable in future 
research and evaluate its impact in managerial discretion and context uncertainty, 
which, as Hambrick (2007) noted, affect the accuracy of Upper Echelons prediction 
success.  
Regarding the methodology used some questionnaire and construct limitations 
can be appointed. Firstly, by questioning solely the CEO’s on certain aspects and not 
measuring companies and TMTs directly through facts and numbers when applicable, 
data could be skewed by the individuals’ different perceptions of diversity and scale. 
For example, one CEO can consider 20 international contacts a big and diverse network 
while another CEO might need 100 international contacts to consider his social network 
large and diversified. Of course this methodological approach would require huge data 
bases and also extensive questioning of TMT members, which falls beyond this study’s 
reach and scope. Secondly, Non-Systematic was not included in the questionnaire, 
similarly, for practicality reasons and to keep questionnaire length to a minimum. Non-
Systematic, as the name indicates, does not follow a defined unequivocal path but is 
characterized by an uncertainty avoidance guideline. Examples of these models are 
varied and several approaches can fit into this category and so, numerous questionnaire 
Bruno Teixeira Linking TMT to IMS: Portuguese Case Analysis 132 
 
items were required to correctly assess this method’s deployment, reason why it was not 
directly included.  
This study suggested evidence the CEO has a distinct impact in the team as the 
leading individual and its characteristics should not be averaged out when studying the 
TMT. This could be due discrepancies in TMT intra power levels and influence of their 
members, or even because the CEO is capable of affecting group dynamics directly my 
controlling the way managers interact. This opens possibilities for new studies that 
could provide more concrete responses as to how and why the CEO affects the team. 
For example, regarding intra power level discrepancies, it could be interesting to test if 
the CEO has a more prominent effect when he is the company founder or is highly 
attached to the company’s projects (ex. directly and actively engaged in the process, 
when the product company was his/her creation, when the product was a patent 
registered by him/her). This comes from the observation that present managers in IT 
areas seem to have a great deal of influence in their companies’ direction, such as Steve 
Jobs (Apple), Mark Zuckerberg (Facebook), Bill Gates (Microsoft), and so on, and 
these companies seem to reliably reflect the managers’ vision and ideology. To evaluate 
CEO’s influence in strategic choices or group dynamics other psychographic variables 
could be studied to assert its influence such as creativity or analytical skills, and attempt 
to correlate strategic decisions’ characteristics with these characteristics. In other words, 
if the strategic decision tends to be more analytical when the CEO has high analytical 
skills, this could suggest CEO in fact have great influence in the final decision. 
Other contextual variables represent limitations to this study. For example, 
managers were studied only for the Portuguese context. These results could be tied to 
national culture and context, and so it would interesting to evaluate the TMT/IMS 
connection in a broader base, by studying its implications in a cross national study, 
gathering data from companies from several countries and observe if the relationships 
here evidenced hold. This type of broad analysis is out of this study’s scope and was 
therefore not pursued. Also, industry cluster effect seemed to have an influence in the 
relationship. It could be interesting to separate the companies not only by goods or 
service selling companies, but also by cluster and determine if their specific cluster had 
an impact in the strategic outcome of internationalization. For example, information 
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technology cluster is known for its fast pace and growth opportunities. Also, factors 
such as innovation and first to market are highly valued in these markets by consumers. 
Managers acting under these conditions must respond more swiftly in order to take 
advantage of the opportunities the market presents, which could imply they do not have 
time for detailed and exhaustive analysis, and must therefore act much more based on 
instinct, which would imply CEO’s personality would more accurately reflect 
companies behavior under these circumstances. 
Perhaps the most important limitation to this study has to do with causality 
issues. The basic logic of upper echelons theory is that executives make choices on the 
basis of their personalized construals but at least two reverse logics could also be at 
play. Firstly, although organizational outcomes could be partially predicted from 
managerial backgrounds, managerial backgrounds themselves could be the result of 
previous organizational actions. Factors like industry environment, industry growth or 
the fact that top managers could be chosen based on their background characteristics fit 
in order to carry out certain actions or strategies hoped by the boards appointing them, 
seemed to indicate that particular sets of executive backgrounds found in firms were not 
a random process. “While upper echelons theory might predict that TMTs possessing an 
abundance of technology expertise will tend to invest a great deal in R&D, we can also 
expect that such executives will be drawn to R&D-intensive companies” (Hambrick 
2007, p. 338). The second causality logic is concerned with endogeneity. Here, 
executives indeed take actions according to their cognitive base and values, but because 
the board (or other hiring body) believes that these executives have precisely the right 
characteristics needed to carry out decisions of their liking and in turn, executives are 
mandated rather than acting with discretion. “For example, if we observe that new 
outsider CEOs tend to make major strategic changes, it may not be due to their own 
open mindedness but, rather, because they are simply executing the board's desire for 
change.” (Hambrick 2007, p. 338). A method to cope with these issues is to include 
industry sectional parameters, also incorporating temporal lags to control for prior states 
of both the strategic decision tendency and the TMT composition. Additionally, 
endogeneity can be controlled by an instrumental variable that measures the likelihood 
of the independent variable of interest, which in this study’s case, would be the 
likeliness CEOs have towards one of the IMS methods. 
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As a future research suggestion it could also be interesting to study the IMS 
perspective in terms of causation versus effectuation methods (Harms and Schiele 
2012). This logical division might reduce the model’s complexity, simplifying analysis 
and perhaps evidencing other correlation which could not envisioned in this study. 
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Table 57 - Model Constructs' Descriptive Statistics 
N=226 Média Desvio Padrão Variância 
IMS SYSTEMATIC    
IMS Systematic 08 4,97 1,709 2,919 
IMS Systematic 09 4,33 1,766 3,119 
IMS Systematic 10 4,46 1,916 3,672 
IMS Systematic 11 4,24 1,525 2,325 
IMS Systematic 12 4,70 1,516 2,298 
IMS Systematic 13 4,32 1,590 2,529 
IMS Systematic 14 4,66 1,467 2,153 
IMS Systematic 15 3,83 1,624 2,638 
IMS Systematic 16 4,51 1,636 2,678 
IMS RELATIONAL    
IMS Relational 17 4,78 1,409 1,984 
IMS Relational 18 4,70 1,400 1,961 
IMS Relational 19 4,38 1,579 2,493 
IMS Relational 20 4,09 1,732 3,000 
IMS Relational 21 4,31 1,679 2,819 
IMS MIMETIC    
IMS Mimetic 22 2,57 1,217 1,482 
IMS Mimetic 23 2,30 1,123 1,260 
IMS Mimetic 24 3,23 1,602 2,567 
IMS Mimetic 25 2,57 1,246 1,553 
IMS Mimetic 26 2,88 1,205 1,451 
CEO PROACTIVITY    
Proac CEO 27 3,59 1,559 2,430 
Proac CEO 28 5,28 1,420 2,017 
Proac CEO 29 4,55 1,741 3,031 
Proac CEO 30 3,65 1,571 2,467 
CEO RISK TOLERANCE    
Tol Risk CEO31 3,23 1,475 2,176 
Tol Risk CEO32 4,65 1,309 1,713 
Tol Risk CEO33 5,21 1,139 1,297 
Tol Risk CEO34 3,59 1,428 2,038 
Tol Risk CEO35 3,87 1,376 1,893 
CEO TOLERANCE FOR AMBIGUITY    
Tol Amb CEO36 3,82 1,492 2,226 
Tol Amb CEO37 4,73 1,422 2,022 
Tol Amb CEO38 4,27 1,664 2,769 
Tol Amb CEO39 4,98 1,280 1,640 
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N=226 Média Desvio Padrão Variância 
CEO CORE SELF EVALUATION    
CSE CEO 40 4,79 1,170 1,368 
CSE CEO 41 4,87 1,605 2,575 
CSE CEO 42 5,73 ,902 ,813 
CSE CEO 43 5,26 1,522 2,316 
CSE CEO 44 5,60 ,795 ,632 
CSE CEO 45 4,33 1,569 2,461 
CSE CEO 46 5,69 ,905 ,819 
CSE CEO 47 5,76 1,239 1,536 
CSE CEO 48 4,46 1,389 1,930 
CSE CEO 49 5,08 1,361 1,851 
CSE CEO 50 5,87 ,817 ,667 
CSE CEO 51 4,70 1,517 2,300 
IMS RELATIONAL    
Behav Integ60 5,59 ,967 ,936 
Behav Integ61 5,61 ,816 ,665 
Behav Integ62 5,35 1,002 1,003 
Behav Integ63 5,30 1,397 1,952 
Behav Integ64 5,50 1,121 1,256 
Behav Integ65 5,73 1,137 1,293 
Behav Integ66 5,62 1,053 1,109 
Behav Integ67 5,47 1,063 1,130 
Source: IBM SPSS 22 
  




Este questionário deverá a ser respondido pelo CEO (Diretor Executivo) da empresa, 
ou caso não exista tal distinção organizacional deve ser respondido pelo responsável máximo 
pela tomada de decisão estratégica na empresa. 
Caso a empresa pertença a algum grupo empresarial, responda tendo apenas por base a 
empresa de que faz parte da Equipa de Gestão em Portugal, não considerando outras 
subsidiárias e casa-mãe. 
Considere que a equipa de gestão integra todos os membros no cargo de Vice 
Presidente e superiores com funções executivas envolvidos no processo de tomada de 
decisão estratégica de internacionalização da empresa (por exemplo os cargos de CEO, 
COO, CFO, etc. e os seus correspondentes imediatos no segundo nível da hierarquia 
quando envolvidos nos processos de internacionalização) 
Table 58 - Survey (Portuguese) 
Questões 
Relativamente à sua empresa responda às seguintes questões: 




2- Entre qual dos intervalos seguintes se situou o volume de negócios ou o balanço total da sua empresa no 















Superior a 1000M 




Inferior a 10 10 – 19 20 – 49 50 – 99 99 – 249 250 – 500 Superior a 500 





Inferior a 15% 16% – 30% 31% – 45% 46% – 60% 61% – 75% 76% – 90% Superior a 90% 
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Primário  Secundário  Terciário  




CAE Principal  
7- Qual o cargo que ocupa dentro da empresa? 
 
__________________________________________ 
Relativamente ao método de Internacionalização da sua empresa, por favor assinale o seu grau de concordância 
com as seguintes afirmações: 
 




Nunca 1 2 3 4 5 6 7 Sempre 
9- As atividades de pesquisa de mercado para selecionar um mercado alvo internacional são muito 





Nunca 1 2 3 4 5 6 7 Sempre 
10- Previamente à entrada em mercados internacionais, a empresa visita esses mercados de forma a aprofundar o 




Nunca 1 2 3 4 5 6 7 Sempre 





Nunca 1 2 3 4 5 6 7 Sempre 
12- A empresa procura conhecimento sobre atividades relacionadas com os seus produtos que ocorrem em 









Nunca 1 2 3 4 5 6 7 Sempre 
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13- A empresa desenvolve critérios específicos para cada produto para auxiliar a determinar se um mercado 




Nunca 1 2 3 4 5 6 7 Sempre 







Nunca 1 2 3 4 5 6 7 Sempre 





Nunca 1 2 3 4 5 6 7 Sempre 
16- A empresa escolhe países cuja cultura, língua e valores são mais familiares, independentemente de outros 





Nunca 1 2 3 4 5 6 7 Sempre 
17- No processo de internacionalização a empresa procura oportunidades através da sua rede de contactos 





Nunca 1  2 3 4 5 6 7 Sempre 
18- A empresa internacionaliza estabelecendo parcerias estratégicas com parceiros internacionais com os quais 





Nunca 1  2 3 4 5 6 7 Sempre 
19- A empresa estabelece uma comparação entre vários parceiros internacionais de forma a eleger os mais 





Nunca 1  2 3 4 5 6 7 Sempre 
20- Primeiro a empresa seleciona o país de destino e só depois averigua a possibilidade de parcerias estratégicas 





Nunca 1 2 3 4 5 6 7 Sempre 
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21- A empresa prefere estabelecer parcerias estratégicas de negócios com outras empresas internacionais ao invés 





Nunca 1 2 3 4 5 6 7 Sempre 
22- A empresa expande para determinado mercado internacional quando observa a presença de muitas empresas 






Nunca 1 2 3 4 5 6 7 Sempre 





Nunca 1 2 3 4 5 6 7 Sempre 
24- A empresa pesquisa mercados internacionais para expandir independentemente das ações de outras empresas 





Nunca 1 2 3 4 5 6 7 Sempre 
25- A empresa expande para determinado mercado internacional imitando empresas de referência ou que 




Nunca 1 2 3 4 5 6 7 Sempre 
26- A empresa seleciona determinados mercados internacionais após verificar que outras empresas do setor 




Nunca 1 2 3 4 5 6 7 Sempre 
As seguintes questões são sobre si próprio e visam obter a sua opinião ou perceção pessoal sobre cada uma das 
afirmações, independentemente do método de atuação da empresa onde desempenha funções. Por favor assinale 













1 2 3 4 5 6 7 
Concordo 
Totalmente 
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28- Procuro ser o(a) primeiro(a) entre a concorrência a introduzir novos produtos/serviços, técnicas 











1 2 3 4 5 6 7 
Concordo 
Totalmente 






1 2 3 4 5 6 7 
Concordo 
Totalmente 






1 2 3 4 5 6 7 
Concordo 
Totalmente 








1 2 3 4 5 6 7 
Concordo 
Totalmente 
32- Em consequência da natureza do contexto onde a empresa está inserida, geralmente acredito que são 






1 2 3 4 5 6 7 
Concordo 
Totalmente 
33- Em consequência da natureza do contexto onde a empresa está inserida, geralmente prefiro explorar o 






1 2 3 4 5 6 7 
Concordo 
Totalmente 
34- Quando confrontado com a tomada de decisão, em situações que envolvem incerteza adoto tipicamente uma 






1 2 3 4 5 6 7 
Concordo 
Totalmente 
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35- Quando confrontado com a tomada de decisão, em situações que envolvem incerteza adoto tipicamente uma 










1 2 3 4 5 6 7 
Concordo 
Totalmente 








1 2 3 4 5 6 7 
Concordo 
Totalmente 








1 2 3 4 5 6 7 
Concordo 
Totalmente 
38- – Ao preparar as férias, acho que as pessoas não devem estabelecer um cronograma ou planear tudo 







1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 
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1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 








1 2 3 4 5 6 7 
Concordo 
Totalmente 
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1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 







1 2 3 4 5 6 7 
Concordo 
Totalmente 






1 2 3 4 5 6 7 
Concordo 
Totalmente 
O grupo seguinte de questões é relativo à equipa de gestão responsável pela decisão estratégica em processos de 
internacionalização e seleção de mercados internacionais na sua empresa.  
Considere que a equipa de gestão integra todos os membros no cargo de Vice Presidente e superiores com funções 
executivas envolvidos no processo de tomada de decisão estratégica de internacionalização da empresa (por exemplo 
os cargos de CEO, COO, CFO, etc. e os seus correspondentes imediatos no segundo nível da hierarquia quando 
envolvidos nos processos de internacionalização). O CEO é considerado como membro da equipa gestão. Por favor 
inclua-se como um dos elementos nas questões seguintes: 




53- – Indique por quantos membros é composta a equipa de gestão responsável pelos processos de 
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54- – Indique o sexo dos membros da sua equipa de gestão responsável pelos processos de internacionalização e 
seleção de mercados: 
 
 M F 
Elemento 1   
Elemento 2   
Elemento 3   
Elemento 4   
Elemento 5   
Elemento 6   
Elemento 7   





55- - Indique a idade aproximada dos membros da sua equipa de gestão responsável pelos processos de 
internacionalização e seleção de mercados: 
 
 Idade 
Elemento 1  
Elemento 2  
Elemento 3  
Elemento 4  
Elemento 5  
Elemento 6  
Elemento 7  





56- - Indique em quantos processos de internacionalização (aproximadamente) estiveram envolvidos cada um dos 
membros da sua equipa de gestão responsável pelos processos de internacionalização e seleção de mercados: 
(por processo de internacionalização subentende-se a entrada num novo mercado internacional) 
 
 Nº Processos 
Elemento 1  
Elemento 2  
Elemento 3  
Elemento 4  
Elemento 5  
Elemento 6  
Elemento 7  
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57- - Indique as habilitações literárias de cada um dos membros da sua equipa de gestão responsável pelos 
processos de internacionalização e seleção de mercados: (no caso de esta ser composta por mais de 8 

















Elemento 1        
Elemento 2        
Elemento 3        
Elemento 4        
Elemento 5        
Elemento 6        
Elemento 7        
Elemento 8        
 
58- - Indique o domínio base de especialização profissional de cada um dos membros da sua equipa de gestão 
responsável pelos processos de internacionalização e seleção de mercados (onde desempenharam funções 















o do Processo 
Outro 
(Por Favor Especifique) 
Elemento 1        
Elemento 2        
Elemento 3        
Elemento 4        
Elemento 5        
Elemento 6        
Elemento 7        
Elemento 8        
 
59- - Indique o período cumulativo de tempo que cada um dos membros da sua equipa de gestão (responsável 
pelos processos de internacionalização e seleção de mercados) dispensou fora de Portugal nas seguintes 
situações: trabalho, educação ou responsável pela gestão de um mercado internacional  
 
 
 Nº Anos de Experiência Internacional 
 Anos Meses 
Elemento 1   
Elemento 2   
Elemento 3   
Elemento 4   
Elemento 5   
Elemento 6   
Elemento 7   
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60- – As ideias partilhadas entre a nossa equipa de gestão (responsável pelos processos de internacionalização e 








1 2 3 4 5 6 7 
Concordo 
Totalmente 
61- – As soluções que a nossa equipa de gestão (responsável pelos processos de internacionalização e seleção de 







1 2 3 4 5 6 7 
Concordo 
Totalmente 
62- – O diálogo entre a nossa equipa de gestão (responsável pelos processos de internacionalização e seleção de 







1 2 3 4 5 6 7 
Concordo 
Totalmente 
63- – Quando um dos elementos da equipa de gestão (responsável pelos processos de internacionalização e 






1 2 3 4 5 6 7 
Concordo 
Totalmente 
64 - O facto de os elementos da equipa de gestão (responsável pelos processos de internacionalização e seleção 







1 2 3 4 5 6 7 
Concordo 
Totalmente 
65 - Os membros da equipa de gestão (responsável pelos processos de internacionalização e seleção de 







1 2 3 4 5 6 7 
Concordo 
Totalmente 
66      - Os elementos da equipa de gestão (responsável pelos processos de internacionalização e seleção de 







1 2 3 4 5 6 7 
Concordo 
Totalmente 
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67 – Os elementos da equipa de gestão (responsável pelos processos de internacionalização e seleção de 














Venho por este meio solicitar à sua empresa a colaboração para participar num projecto de 
investigação no âmbito da tese de mestrado em Economia e Administração de Empresas da 
Faculdade de Economia do Porto. 
 
O principal objetivo deste projeto é estudar a composição das equipas de gestão com poder 
decisivo sobre os processos de internacionalização da empresa. Pretende-se compreender quais 
os métodos de seleção de mercados empregues pelas empresas portuguesas no processo de 
internacionalização e quais os fatores que influenciam na sua escolha. 
 
O sucesso deste projeto passa em grande medida pela cooperação de uma grande diversidade 
de empresas. Deste modo, solicitamos que possa preencher um inquérito online, em que a 
quase totalidade das questões é de resposta múltipla, e que lhe ocupará 
aproximadamente 9 minutos. Atendendo à tipologia de questões colocadas, este inquérito 
deverá ser preenchido preferencialmente pelo CEO da empresa ou, caso tal distinção 
hierárquica não exista, pelo responsável máximo pela decisão na empresa com funções 
executivas (p. ex. Administrador/ Sócio-Gerente/ Proprietário/ Diretor/ Gestor). 
 
Por favor clique no seguinte endereço (ou copie e cole o seguinte link na sua barra de 




Relembro que o inquérito possui a opção de 'gravar e continuar mais tarde', caso o momento 
não lhe seja oportuno para completar o inquérito. 
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As respostas são estritamente confidenciais e os dados apenas serão utilizados para fins 
académicos. 
 
Como forma de agradecimento pela sua participação, ser-lhe-á enviado um relatório com 
as conclusões gerais do presente estudo, bastando para isso que o requeira para este email. 
 
Agradecendo desde já a sua cooperação e o seu tempo, 




Se existir qualquer questão no preenchimento do questionário, por favor não hesite em 
contactar qualquer um dos seguintes endereços: 
 
Bruno Teixeira: 200303408@fep.up.pt 






Há cerca de duas semanas foi dirigido à sua empresa um pedido de colaboração para participar 
num projeto de investigação no âmbito da tese de mestrado em Economia e Administração de 
Empresas da Faculdade de Economia do Porto. 
 
Venho por este meio solicitar novamente, caso ainda não o tenha feito, que possa preencher o 
inquérito online, em que a quase totalidade das questões é de resposta múltipla, e que lhe 
ocupará aproximadamente 9 minutos.  
 
Possuo plena consciência de que lhe devem ser dirigidas inúmeras solicitações, mas a 
fiabilidade deste estudo depende da obtenção de uma grande variedade de respostas, por forma 
que seja possível caracterizar fidedignamente a classe empresarial portuguesa. 
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O principal objetivo deste projeto é estudar a composição das equipas de gestão com poder 
decisivo sobre os processos de internacionalização da empresa. Pretende-se compreender quais 
os métodos de seleção de mercados empregues pelas empresas portuguesas no processo de 
internacionalização e quais os fatores que influenciam na sua escolha. 
 
Atendendo à tipologia de questões colocadas, este inquérito deverá ser preenchido 
preferencialmente pelo CEO da empresa ou, caso tal distinção hierárquica não exista, 
pelo responsável máximo pela decisão na empresa com funções executivas (p. ex. 
Administrador/ Sócio-Gerente/ Proprietário/ Diretor/ Gestor). 
 
Por favor clique no seguinte endereço (ou copie e cole o seguinte link na sua barra de 




Relembro que o inquérito possui a opção de 'gravar e continuar mais tarde', caso o momento 
não lhe seja oportuno para completar o inquérito. 
 
As respostas são estritamente confidenciais e os dados apenas serão utilizados para fins 
académicos. 
 
Como forma de agradecimento pela sua participação, ser-lhe-á enviado um relatório com 
as conclusões gerais do presente estudo, bastando para isso que o requeira para este 
email. 
 
Agradecendo desde já a sua cooperação e o seu tempo, 
 
Com os meus melhores cumprimentos, 
Bruno Teixeira. 
 
Se existir qualquer questão no preenchimento do questionário, por favor não hesite em 
contactar qualquer um dos seguintes endereços: 
Bruno Teixeira: 200303408@fep.up.pt 
Prof.ª Doutora Raquel Meneses (orientadora do trabalho): raquelm@fep.up.pt 
 
